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PREFACE 



The laws and court decisions in the past decade have reflected a 
renewed national interest in expanding and improving educational 
opportunities for handicapped persons* Phase I of this study has 
found that educators, rehabilitation counselors, and hiring authorities 
of Industry place importanca on the development of the handicapped 
to be workers in our society and support the need for an urgent identi- 
fication of a cost-effective training setting in which the handicapped 
person will learn the essential competencies for work* And, since 
most vocational training programs operated by schools and industries 
have the option to choose their training setting, it can naturally be 
presumed that the improper choice of this setting could prove costly, 
both in time and money, to both consumers and taxpayers. Therefore, 
it is surmised that the relative cost of training is usually the key 
criterion in determining the facility, personnel, resources, materials, 
and equipment for training handicapped people* 

The major questions facing educators, rehabilitation counselors, 
and hiring authorities of industry* then, are how to choose among the 
available training settings and to determine the criteria that must be 
used to design more effective methods for training* 

Admittedly, persons with handicaps are beginning to receive pre- 
vocational training, but the ways in which they should be trained remain 
relatively unexplored* If persons with handicaps are to receive vocational 
education traininr^ a major question remains how should the choice of 
setting in which they learn skills for a vocation be determined? 
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The twenty-four criteria of Evans, Holter, and Stern (1976) which 

were used by schools and Industries to decide which training setting 

to use for nonhandlcapped people were revised during the pilot study 

for adaptation to the training of he.ndlcapped persons. These criteria, 

plus a new criterion. Evaluation, were Incorporated Into the survey 

Instrument of the Phase I study to answer three principal questions; 

K What criteria are currently used for deciding if the handicapped 
are best taught a skill on-the-job or best taught In a school- 
like setting? 

Z. How do these criteria vary with type of handicap? 

3* How should these criteria and the use of these criteria be 
modl-^led to Increase client competence and aid advancement 
throughout the continuum leading to employment and promotion 
for persons with handicaps? 

The answers to these questions should markedly Improve the efficiency 

of vocational education of handicapped persons and will have almost 

inmedlate Impact on their competency development, since educators 

and hiring authorities of Industry continue to grope for guidance as 

CO the best ways to provide training for persons that are handicapped* 

These vocational competencies for which handicapped persons are to be 

trained may be ordered roughly from least to most complex* The pilot 

study (Phase I) supplied a strong Inference that the most complex cotn- 

pet'^ncles were best taught In a classroom/laboratory setting while the 

least complex ccwtipetendes appeared to be best learned through on-the-job 

training* Combinations of classroom/laboratory and on-the-job training 

were most common for tasks of Intermediate complexity* From these 

generalizations it appears that task complexity Is related to the choice 



of training setting, but with all other criteria considered, cost 



appears to be a more direct determinant in deciding how and where 

a competency should be taught. 

In the second phase the procedures used were: 

!• Interview pre-vocational , vocational and on-the-job training 
personnel, e.g., sheltered workshop administrators, V/ECEP 
coordinators, CETA Part I and Part III coordinators of 
vocational education programs, educational directors of 
state institutions for persons that are handicapped, hiring 
authorities of handicapped people, vocational rehabilita- 
tion counselors and others who plan and conduct vocational 
education programs for handicapped persons, to determine 
which criteria were being used for choosing among existing 
training settings, for designing new settings for training 
and for determining entry to and exit from the training 
settings* 

2. Identify which of the revised Evans et al. (1976) criteria 
are used and why they are preferred* 

3* Identify addi tional criteria which are used in sub-paragraph 
1 above, and why they are needed* 

4» Interview handicapped workers who have been involved in 
on-the-job, classroom/laboratory, or a combination of the 
two training settings to determine if the Evans et al* 
(1976) criteria, as revised, were used when the training 
settings were chosen for their current vocations* 

5* Use descriptive analysis to test the criteria and to identify 
and quantify the training methods used when job competencies 
were developed for the handicapped trainee* Next, also by 
frequency data, identify which criteria are said by training 
authorities and by workers to have been used* 

6* Re-interview personnel in sub-paragraphs 1 and 4 above to 
validate their perception of the criteria* 



The first chapter provides the background and statement of the 
problem and the identification of research questions and the research 
hypothesis to be tested. In the second chapter, ^the staff presents 
a review of the literature which addresses barriers that hinder the 
training of persons with handicaps, roles of persons with handicaps 
in contemporary society and an In-depth discussion of the criteria 
v/hich v^ere assessed in this study. The third chapter provides infomia- 
tion about the design, method and procedures used. Chapter four reports 
the results* and chapter five provides the summary* conclusions and 
recommendations for future research. 

This study begins to answer questions about how to best serve persons 
with handicaps in preparation for wortc* The data generated from this 
investigation have identified both the criteria and the training settings 
which have been preferred by the interviewed training authorities which 
could be the foundation for discovering the most effective method of 
vocational training for persons with handicaps* Vocational training 
has been construed broadly* Indeed^ some vocational educators will feel 
that is has been construed too broadly. We believe* however* that the 
identification of effective training methods for the handicapped must 
not be limited in any way* Our principal regret is that the recent 
rulings which protect human subjects of research operated to reduce the 
range of handicaps and the range of job complexity which could be 
addressed by this study* We present recommendations for dealing with 
this problem in future research* 

Rupert Evans 
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CHAPTER I 



INTRODUCTION 

Background to the Problem 

In the eleventh annual Gallup education survey of the attitudes and/or 

opinions of the Arerican people toward their Public schools, the Phi 

Delta Kappan reported: 

The public favors putting mentally handicapped 
children in special classes of their own. At the 
same time, people approve of putting physically 
handicapped children in the sane classrooms with 
other children. (Gallup, 1979) 

Advocates and benefactors of persons with handicaps are promoting a better 
understanding of the varied and numerous conditions of handicap and are 
slowly, but consistently, removing barriers to the socialization of handi- 
capped Persons in educational institutions and at the work place. In 
addition. Congress and the courts have mandated that recipients of federal 
dollars must make appropriate opportunities for en^Jloyment and for an 
education available to handicapped persons. 

For the hanaicapped person to receive equitable educational services, 
educators and employers alike must choose among the available training 
settings and/or design more effective methods of training. 

Employers are concerned principally with the production of goods and 
services and need competent workers, that is, workers who can produce 
efficiently* EmPlovers and vocational educators have a choice between 
teaching competencies on-the-job or in a classroom/laboratory setting or 
in a combination of these two settings. Small employers may not have 
enough turnover to Justify operating classroom/laboratory instruction 
on their own, but employers of all- sizes can purchase classroom/laboratory 
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if necessary* The choice of training setting by employers is influenced 
primarily bv cost* both in time and money* Vocational educators have 
similar concerns, but their choice is influenced primarily by the 
availability of classroom/laboratorv space or cooperative education 
placements in the community* 

Historically, vocational competencies have been taught on-the-job or 
in a classroom/ laboratory setting* but the trend in recent years has been 
to teach these competencies in classrooms and laboratories* This trend 
has brought about a vast expansion of school enrollments in vocational 
education (Wanat & Snell* 1980)* The reasons for this trend are not 
*"lear. At the same time, many private industry groups believe that on-the- 
job training is less costly than classroom/laboratory traininP* 

The recent mandates of Congress and the courts for training and place- 
ment of persons with handicaps has forced a major question upon vocational 
educators and employers: to develop vocational competencies for persons 

with handicaps, how should the training settin^i be selected or chosen 

-I 

for developing skills for work? Evans, Holter, and Stern (1976) identi- 
fied twenty- four criteria being used by schools and employers to decide 
which training setting or method was best for developing job skills- Since 
the "trainees in their stucly were not handicapped, it is not known whether 
these criteria are applicable to the training of persons with handicaps* 
This study Performed three major tasks* First* the study identifies 
the criteria which were used by training authorities to select the training 
setting for handicapped persons. Second* it has gained the opinions o 
"impaired" workers as to whether their job competencies were best developed 
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on-the-job or in a classroom/laboratory set;:1ng and to whether cited 
criteria were used when the training settings were chosen for their 
current vocations. And, third, advocates and interested professionals 
from outside the state of Illinois identified criteria which they pre- 
sumed should be used when selecting the training settings for handi- 
capped persons. 

5tatef:ient of the Problem 

In Phase I of this study it was determined that vocational competen- 
cies for which handicapped people can be trained may be divided into 
three categories: the most complex, the complex, and the least complex. 
There are distinct differences from one category tc another in the adapt- 
ability of training to an on-the-job setting. Phase I supplied a strong 
inference that the most complex competencies were best satisfied in a 
classroom/laboratory setting and the complex were conducive to a combina- 
tion of classroom/labo/atory and on-the-iob training. The least complex 
category appeared to be best satisfied in on-the-job training (Hunter* 
Menchetti, Holter, Mbreau, Evans &.Rusch, 1979). 

Since most vocational training programs operated by schools and by 
industries have the option to choose their training setting, the wrong 
choice of "setting" could prove costly, both in time and money, to both 
consumers and taxpayers* From this generalization cost appears to be the 
most direct determinant in deciding to whom, how and where a competency 
should be taught, i.e*^^ it is the key criterion in determining the trainee, 
facility, personnel, resources, materials, and equipment for training 
persons with handicaps* Educators, rehabilitation counselors, and industry's 
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hiring authorities use a number of criteria to make a prompt and accurate 
identification of a cost-effective training'method in which the handi- 
capped person will learn the essential competencies for work. However, 
the criteria used in these decision-making processes are based on the 
views and beliefs of counselors, trainers, administrators and employers. 
If handicapped persons who are endeavoring to learn essential competencies 
for work were asked to identify the criteria that are used {or should be 
used) when selecting their training settings, would the identified criteria 
be identical to those chosen by cited authorities, or different? This 
unanswered question may be the crux of the problem. 

At present the selection processes in choosing a training setting for 
the handicapped trainee are based primarily on views and beliefs of a 
nonhandicapped authority. Consequently, it is conceivable that these 
nonhandicapped authorities may assume restrictions based on false rela- 
tionships between the type and condition of handicap and the setting for 
training. Hence, this assumption may become the determinant for rejection 
for a particular type of training setting and subsequently from a chosen 
place of employment. 

Need for the Study 

Employment of persons with handicaps must be viewed over time by the 
public and employers alike as a means of assisting those who are handi- 
capped to become self-sufficient. This should also be looked upon as 
providing a great potential for an economic boost to the econonyr. The 
literature reports job discrimination and similar barriers erected by 
employers and educators who have closed their minds to the possibility 



of hiring or training the handicapped person {Brolin, 1976; Gardner & 
Warren, 1978). Without training or an appropriate education "dependent** 
handicapped persons must turn to the public for aid. 

After reviewing the literature and interviewing educators, employers, 
and advocates of persons with handicaps, it was apparent that the 
prejudices and discriminatory practices toward the handicapped menters 
of our society are based mostly upon misconceptions, ignorance, and fears 
which have been passed on for centuries in the American social system. 
The Congress and courts are attenpting to insure basic hunanistic action 
which will keep menters of society from^being relegated to slave labor, 
secondary citizen status, or despair even though it often has been argued 
that values and feelings can never be truly legislated. 

The handicapped person must be recognized as a **person.** Each of them 
has a need to understand and be aware of her or his impairment{s). They 
imist be aware that th^ are different and what the implications of these 
differences will mean. Once aware of these differences they will be 
capable of making major decisions regarding their condition of handicap 
and choice of occupation* This decision-making about one*s self is an 
essential part of a handicapped person's adjustment to the real world 
{Buscaglia, 1975)* Therefore, the investigators sought to gain expert 
opinions from both **advocate** training authorities {counselors, administra* 
tors, trainers and employers) and **impaired'* workers {who were handicapped) 
on how best to determine the criteria and choose among the available 
training settings to effectively train persons with handicaps* 



Research Questions 

To guide the research in this study, answers to the following questions 
were obtained* 

For th e training authorities study . 

1* What criteria are currently used for deciding if the handi^ 
capped arp best taught a skill on-the*job or best taught in 
In a school-like setting? 

2. How do these criteria vary with type of handicap? 

3* How should these criteria and their use be modified to 
increase client competence? 

For the workers study . 

1. What criteria do handicapped workers report were used for 
deciding the training setting for development of their job 
competency? 

2. How do these criteria vary with the level of complexity of 
training? 

3. How do these criteria vary with the job for which trained? 

4* What modifications to these criteria are recommended and why? 
5* Which method of training do handicapped workers feel had the 

greatest positive influence upon individual placement or 

opportunities for advancen^ent? 

Research Hypothesis 

There were two research hypotheses tested in this study* 
1. To develop job competencies for persons with handicaps, the train- 
ing settings which authorities choose most frequently will be a 
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combination ot training settings, e*g*, classroom/laboratory 
instruction succeeded by on-the-job training or in conjunction 
with on-the-job training* 
2* Persons with handicaps who havo attained tenure and are in 
prime jobs, i*e. , jobs which lead to promotion and career 
progression, will report that they received their training in 
a combination of training settings* 

Assumptions 

1* There is a constant relationship between the number of instructors 
and the number of trainees in any given training setting. 

2* Most handicapped persons do nut have equitable training 
opportunUies* 

3* The handicapped person, when suitably trained, can contribute 

as much to the employer as a nonhandi capped person* 
4* The placement of the handicapped trainee in suitable training 

settings will be contingent upon the decisions of authorities 

other than the trainee concerned* 
5, The responses by the respondents to the questions of the 

interviewers are accurate and valid* 

Limitations of the Study 

There were three limitations to this stucly, 

1. The stucly used small populations which permitted only limited 
tests of operational, statistical and analytical procedures* 

2, The stucly was limited to the identification of criteria that were 
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used for placement of the respondents or used by the respondents 
for placements and should not be generalized to the entire 
state of Illinois or to all the institutions or agencies 
who train persons with handicaps in vocational competencies* 
3* Access to personally identifiable data was prevented by the 
Family Educational Rights and Privacy Act* 

Definitions 

A handicapped person is any person with a physical or cognitive dis- 
ability which results in a substantial handicap to employment or training 
but who can reasonably be expected to benefit in terms of employability 
from vocational rehabilitation servies (PL 93-112)* 

An "impaired** worker is any person with a physical or cognitve deficit 
which does not restrict them from employment or training* 

Classroom or laboratory instruction (CL) is formal training in the 
traditional or conventional school setting in which the instructor and 
student regularly meet at a specific time and place for the primary purpose 
of teaching and learning* 

Home training is "kinship" training which occurs in a setting permeated 
with cultural biases and values where attitudes are formulated and basic 
social skills are normally learned and practiced* 

On-the-job training (OJT) is an all inclusive term that encompasses 
all self-study knowledge and job experience acquired by trainees while 
working at their assigned jobs* 



Combination training (COMB) Is classroom/laboratory Instruction 
succeeded by on-the-job training or In conjunction with on-the*job 
training. 

Training authority Is any person educator, rehabilitation counselor, 
employer {or employer representative) who participates In the selection 
of the training setting for persons with handicaps. 
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CHAPTER II 
REVIEW OF THE LITERATURE 

Considering the amount of recent literature which has been published 
on people and thsir handicaps, it would seem that a considerable amount 
of knowledge would exist on the process of selection of a training setting 
for handicapped members of our society* From a search of the literature 
this apparently is not the case* Certain literature has provided important 
and useful information, but none has provided conclusive information about 
how one chooses among the available training settings to train a handi- 
capped person effectively. 

The review of the literature will be given In three parts* First, it 
will identify the principal barriers that hinder the vocational training 
of handicapped persons* Second, it will review the role of persons with 
handicaps in contemporary society and the factors that warrant their 
participation' in vocational training which would lead to placement in the 
Nation's work force* Third, it will review twenty-seven decision-making 
criteria identified by this study and suggest how these criteria may be 
used as a tool in a process of choosing the best vocational training mode 
for a handicapped person* 

Barriers Hindering the 
Vocational Training of Handicapped Persons 

A major problem of [a] democratic society is inconsistency between 
encouragment to achieve and the realities of limited opportunity* 
Democracy asks individuals to act as if social mobility were uni- 
versally possible; status is to be won by individual effort, and 
rewards are to accrue to those who try* (Clark, 1960, p* 569) 
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Although the author of this citation was addressing a different issue, 
the words and meanings address the hopes and dreams of millions of handi- 
capped youth and adults who seek training for work which is coitmens urate 
with their abilities and interests* 

Generally, the legal system of the United States evolved with the intent 
of supporting these dreams, but the multicultural and complex moral and 
social traditions that predated the American Revolution stressed self- 
sufficiency and independence for all, rather than aiding the handicapped 
to achieve mobility* These traditions became the pillars of the American 
legal system which promoted the historical exclusion of handicapped people 
from the Nation's social system {Bowe, 1978), However, the decades of the 
1960*s and 1970's brought a wave of federal and state legislative rapproche- 
ments toward the handicapped members of the nation, although many of these 
laws had no enforcement provisions* For example; House Sill 2416, January 
1968, State of Illinois, was concerned with the removal of architectural 
barriers from public buildings and publicly used, privately owned buildings 
to make them useable by the handicapped* But there were no penalties for 
failure to comply* More recent legislative acts tend to have stronger pro- 
visions* For example, the Community Mental Health Centers Act of 1973 
(PL 88-164) directed the return to appropriate local settings of all 
institutionalized residents who were prepared to function adequately, after 
participation in programs of rehabilitation and training, and the Rehabili- 
tation Act of 1973 {PL 93-112) had the following definition; 

Sectlont 103* (a) Vocational rehabilitation services provided under 
this Act are any goods or services necessary to render a handicapped 
individual employable *** 
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These and similar laws, coupled with the federal rules and regulations which 

were promoted by the Adams v. Califano case, will provide the handicapped 

trainee important weapons in seeking redress against discrimination in 

employment as well as in vocational training (National, 1979). 

Part 80, Section VI, A. Accommodations for Handicapped Students. 
Recipients [of Federal financial assistance] must place secondary 
level handicapped students in the regular educational environment 
of any vocational education program to the maximum extent appro- 
priate to the needs of the student unless it can be demonstrated 
that the education of the handicapped person in the regular environ- 
ment with the use of supplementary aids and services cannot be 
achieved satisfactorily ... If a separate class or facility 
is identifiable as being for handicapped persons, the facility, 
the programs, and the services must be comparable to the facilities, 
programs, and services offered to nonhandicapped students. [Federal 
Register, March 21, 1979, 44, (56), p. 17167] 

However, a United States Supreme Court decision appeared to support the 
exclusion of a person with an auditory handicap from a vocational training 
program (Southeastern Community College v. Oavis) (Kaimowitz, 1979). This 
decision allegedly was concerned with the cost of training delivery methods, 
i.e., . . the Court stated that in this case the college did not have to 
make accommodations to enable Ms. Davis to participate [in the clinical 
training] . . (Hull, 1979, p. 173). Hull points out that it is rather 
difficult to understand the implication that the requirement for a 'Reason- 
able accommodation" may be tied to some form of Congressional funding which 
means the enforcement of Section 504 of the Rehabilitation Act (PL 93-112) 
is tied to fiscal policies. This would mean that the aspirations of a 
handicapped trainee to choose a vocation would be dependent upon the 
severity of the handicap as well as the annual budget of the responsible 
federal/state government agency. In addition, the civil rights of that 
trainee might have to await Congressional funding. 
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Exclusion of Persons with Handicaps from Vocational Training 

One pop'^^ar justification for exclusion of persons with handicaps from 

training programs which lead to some form of vocational placement in the 

work force has been centered on the belief that employers would not hire 

handicapped graduates of these programs, sowhy waste the classroom/ 

laboratory or cooperative program spaces on them? Theoretically, the 

refutation of this barrier lies in three pieces of legislation. First, 

Public Law 94-142, The Education for All Handicapped Children Act of 1975, 

is the civil rights legislation for the school setting. It provides for 

the desegregation of handicapped youth in the school and assures them of 

an educational opportunity in the "mainstream" of the school's social system. 

Section 3, "(c) It is the purpose of this Act to assure that all 
handicapped children have available to them , , , a free appropriate 
public education which emphasizes special education and related 
services designed to meet their unique needs, to assure that the 
rights of handicapped children and their parents or guardians are pro- 
tected, to assist States and localities to provide for the education 
of all handicapped children, and to assess and assure the effectiveness 
of efforts to educate handicapped children," (PL 94-142, 1975) 

Second, Public Law 93-112, The Rehabilitation Act of 1973, is considered 

to be the civil rights legislation which applies both to training and work 

settings for those handicapped members of the coirounity who have elected to 

leave the "traditional" educational system or are handicapped adults who 

are eligible under existing laws. 

Section 302, (b) (2) (A) Vocational training services , , , shall 
include training with a view toward career advancement; training in 
occupational skills; related services! including work evaluation, 
work testing, provisions of occupational tools and equipment required 
by the individual to engage in such training, and job tryouts; and 
payment of weekly allowances to individuals receiving such training 
and related services, (PL 93-112, 1975) 
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This citation from Title III, Special Federal Responsibilities, assures 

the appropriation of funds to support vocational training services for 

handicapped individuals; In addition, the civil rights of persons with 

handicaps are protected at the work place by Section 503 when Federal 

contracts in excess of $2,500 are negotiated. Also, the rights of these 

individuals are protected when Federal financial assistance is granted. 

"Section 504. No . . . qualified handicapped individual in the United 

States . . . shall, solely by reason of his [/her] handicap, be excluded 

from the participation in, be denied the benefits of> or be subjected to 

discrimination under any program or activity receiving Federal financial 

assistance** {PL g3-112, ig75). 

Third, Title II, PL g4-842 of 1976, Vocational Education, amended the 

purpose of the Vocational Education Act of 1963 to read: 

"Section 101. it is ... the purpose of this part to authorize 
Federal grants to States to assist them . , . so that persons of 
all ages in all communities of the State . * . with special edu- 
cational handicaps . . . will have ready access to vocational 
training or retraining which is of high quality, which 1s realistic 
in the light of actual or anticipated opportunities for gainful 
employment, and which is suited to their needs. Interests, and 
ability to benefit from such training . . tPL g4-842. Section 202, 

Although these laws and their rules and regulations are currently in 
effect, the demonstrated concerns of vocational and even of special educators 
for resolving training and employment problems for persons with handicaps 
are reported to be less than adequate because many of the educators who 
lead or teach students in these programs have given only a limited 
amount of support to the occupational training of persons with handicaps 
{Howard, }979 and Savage, ig78). 
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The Role of Persons with Handicaps 
in Contemporary Society 

As the casualties of the first World War returned home during the 
period of 1914-1918, it became apparent to Atierica that it had to provide 
the handicapped veterans appropriate compensation for their services* In 
June of 1918, the Smith-Sears Vocational Rehabiliation Act was enacted* 
This Act was the first Federal demonstration of social consciousness for 
persons with handicaps* It provided for both vocational training and 
job placement for handicapped veterans (Bowe, 1978)* 

Since the enactment of the Smith-Sears Act, there have been a number 
of similar laws of record, such as those cited as Public Laws 93-112 and 
94-482 {Title II), but with apparent minimal influence upon the preparation 
and placement of persons with handicaps in role-appropriate positions in 
the work force* One example can be drawn from a stucly by Gold (1972), who 
identified an important discrepancy between the expected performance and 
actual performance of a group of sheltered workshop, cognitively impaired 
persons* The moderately and severely cognitively impaired subjects in 
this study were to be involved in a twenty-five step assembling training 
task* Fifteen of these tasks were manipulative {moving parts into place) 
and ten were discriminative {each subject was required to determine which 
way a part was to be placed)* In addition, the subjects were required to 
perform thirty-three steps involved in as^;embling the transfer task, 
twenty^three of which were manipulative and ten were discriminative* When 
apprised of the training task, the expectancies of the workshop directors 
were pessimistic* They said their mo*>t able clients would be incapable 
of leaminij the tasks portrayed* Gold explains that the reason for the 
pessimism is that "they do little in the way of cognitive and skill development 
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• • * because they do not have the necessary training to do so" (p, 524)* 
Of the fifty-three subjects who participated in the study the lowest^ per- 
forming group exceeded the expectancies of the workshop personnel, and It 
is apparent that the workshop personnel in this study had not effectively 
assessed the trainees to detenuine their potential role for work* 

A second example was reported by Moed and litwin (1963) in Urban and 
Tsuji (1974), The Special Needs Student in Vocational Education * This study 
reported the vocational potential of cerebral palsied young adults* 

The Work Evaluation Project included 286 ambulatory clients given 
a 7-week vocational evaluation at ICD [the Institute for the Crippled 
and Disabled in New York City]> 68 percent were estimated to be 
employable in competitive industry* Of these estimated as employable 
66 percent found employment In unskilled and clerical areas during 
the 5-year period of a vocational study * * * The employable group 
was not significantly better than the group capable of only sheltered 
workshop activities as to severity of physical disability, e*g* motor 
involvement, vision, and hearing* However, the employable group had 
better speech, gait* and ability to travel in spite of similar motor 
involvement* (pp* 223-224) 

A third and fourth example are reported by Brolin and Kolstoe (1978)* 
Writing about selected studies on how well adult people with handicaps fare 
in given stages of their lives, Brolin et al* believe the following longi- 
tudinal studies provide greater insight into the life roles of handicapped 
people* 

In Illinois, a follow-up study of 464 deaf students who had been 
educated in four different types of programs was conducted (Quiqley et al*, 
1969)* The educational settings were residential* day schools in 
Chicago* day schools in other parts of Illinois* and public school 
classes for the general population* No differeneces were found across 
groups in wages and job satisfaction for similar jobs* However* the 
residential groups reported lower hearing ability and generally lower 
socioeconomic levels* Nonresidential persons were employed in more 
professional, technical* and clerical jobs* They placed a greater 
value on oral communication skills relative to job performance and 
had more social and marital involvement with hearing people* (p* 19) 
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These studies identify a sampling of social successes and failures experienced 
by persons with handicaps. The cost-benefits to society brought about by 
the successful "subjects" are not fully apparent until the following statistics 
are considered. 

In tlie 1978-79 fiscal year (October 1, 1978 to September 30, 1979) the 
estimated numbers of persons with various handicaps In the State of Illinois 
receiving aid, in some form, from the Department of Rehabilitation Services 
(DORS) Is reported In Table 1. 

Table 1 

Clients Served by The Department of 
Rehabilitation Services, FY 79 



Handicap 



Total 



Clients 

Institutional + Non-Institutional 



Physical 

Cognitive 

Visual 

Audi tory 

Emotional 

Other 



Total 



26612 

13401 
3895 
3419 

16353 
811 

64491 



1713 

2796 
454 
312 

3099 
811 

9203 



24881 
10605 
3441 
3107 
13254 

55288 



The services to these clients for vocational rehabilitation exceeded fifty- 
three million dollars^ which came, primarily, from federal and state revenues. 
Were these costs beneficial to society? 
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In training programs, cost is a crucial criterion when considering 
which method of training to use; and training persons with handicaps will 
not be an inexpensive investment* However, if one were to measure over a 
life-time of seventy years, the dollars spent in welfare, ifjstltutlonal 
and similar cost for one handicapped person, it is do(.^fctful that the non- 
handicapped members of our society would continue to sa;i::ticn the costs of 
client services as reported by DORS or to sanction the exclusion of persons 
with handicaps from a participatory role in the workforce, to include the 
paying of taxes* 

The real significance of this problem is apparent when a national head- 
count of this population is considered* Halloran (1978) reported; 

1* One of every ten Americans under age 21 is Identified as being handicapped* 
2. One of every eleven adult Americans is identified as being handicapped* 
3* Perhaps nineteen percent of the population is handicapped* 
If these statistics are valid, the investment in training programs for persons 
with handicaps, could , over time, develop skilled workers for deployment into 
new job functions created as a result of technological advancements* But, it 
is suspected that the major initial issue of contention will be the selection 
of the most cost-effective method of training* 

Decision-Making Criteria Used in the 
Selection of the Training Setti n^ 

Passmore, Marron, and Van Ginkel (1978) listed a number of questions 

which may be of concern to an employer (industrial firm), but these are 

also the concerns of the handicapped trainees, the special and vocational 

educators, the rehabilitation and educational counselors, and the community, 

when deciding upon training investments* 
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[1.] Should training take place on the job? Through informal or 
formal means? 

[2.3 If training is conducted off the Job, who should deliver it? 
Public education? The firm employer? A proprietary school? 
An equipment manufacturer? 

[3.] Should laboratory, classroom, or home stucly experiences dominate 
the delivery of instruction? 

[4.] How long should a training program last? 

[5.] Should theoretical rather than practical matters be taught? 
By whom? By experienced workers or by professional training 
specialists? {p. 74) 

, This stucly reports the identity of criteria which are used when selecting 

the training setting for handicapped persons and approaches answering these 

same questions. 

The essential elements for preparing all persons to perform effectively 
in life, whether on or off the job, continues to elude the educational and 
industrial planners of instruction. In the literature some authors give 
powerful, impressive reports in an attempt to change the educational thinking 
of the masses who are avid readers of their professional Journals, but as 
Gage (1978) writes in his analysis of research on teachers; "The kind of 
research I have been describing is a plodding enterprise, the reports of 
which are seldom, I regret to say, as well written as the pronouncements 
of authors unburdened by scientific method. BuT, in the long run, the 
improvement of teaching . . . will come in large part from the continued 
search for a scientific basis for the art of teaching" (p. 235). 

The idea for developing successful delivery systems in vocational education 
programs has been under constant revision since the enactment of Public Law 
64-347, The Smith-Hughes Act of 1917. Researchers in this field continue to 
do investigative and developmental work to improve vocational education and 
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especially "to make curricula flexible, to develop new program in career 

education, and to compare the effectiveness of various modes of Instruction" 

(Committee on Vocational Education R&D, 1976, p. 9)* 

In this study twenty-seven criteria have been identified to enable 

managers and developers of vocational programs to assess more effectively 

the options of providing instruction on-the-job or in a class room/ laboratory 

setting for persons with handicaps* These criteria are believed to provide 

a means to measure the advantages and disadvantages of each mode (method) 

of instruction* Now, the arguments, pro and con^ as to which method is the 

most effective and relevant to the trainee are potentially answerable* 

The twenty-seven criteria identified are listed alphabetically and numerically 

below with definitions and literature descriptions of each: 

1* Abilities and Aptitudes - demonstrated performance of the trainee 
in both physical and mental skills, and the measured talent of 
the trainee to learn and/or understand specified skills in a. short 
period of time* 

The method of training used for developing occupational skills has often 
been determined by the abilities and aptitudes of the trainees* Evans et al* 
(1976) stated that, "If trainees have above average manipulative skills, 
less practice time may be required in the laboratory" (p* 33)* This may 
indicate that the lower the ability and aptitude of the trainee the more 
likely the trainee will spend her/his learning time in the classroom/laboratory 
setting* However, the "bottom-line", according to Rubin and Roessler (1978), 
is that the employabili ty of the handicapped trainee is determined by her/his 
ability to acquire skills and experiences in either classroom/laboratory or 
on-the-job training settings. 
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2. Availability and Suitability of Physical Resources - obtainable 
training equipment and facilities for persons with handicaps 
to promote conditions which are identical to those the trainee 
win encounter on the job. 

Regardless of the method of training selected in developing technical 
skills for persons with handicaps, most trainers believe that trainees 
ideally. should acquire new skills under conditions and with equipment 
which are identical to those they will encounter on-the-job. This will 
allow the trainees to practice the actual behaviors they are expected to 
exhibit upon completion of the training program. Real life job conditions 
should increase the immedia te training effectiveness because there is no 
need for transfer of training. Presumably, this is particularly important 
for those with cognitive handicaps, and may be important for those with 
other handicaps (e.g., a visually handicapped person not needing to get 
the "feeV* of a new machine). It may happen, however, that training which 
does not emphasize transfer of training is less effective for workers who 
have to change jobs frequently, and it is believed that complex tasks may 
require modification of equipment for instructionalpurposes {e.g., cut- 
away engines, moch-ups, and simplified systems). However, Dahl, Appleby, 
and lipe (1978) cautions: "... if modifications are terribly complicated, 
very expensive, or can only be done in a way that makes it more difficult 
for a nonhandicapped student to learn to use the equipment in the usual 
fashion [then this strategy Is disadvantageous]** (p. 184), when one considers 
"mainstreaming** in a classroom/laboratory setting. In addition it should be 
pointed out that the use of ^^ctual job conditions is not always feasible 
in on-the-job training. For example, if an actual assembly line or other 
production facility were used for training, operating personnel might be 
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unable to produce during that time. Therefore, this criterion, which appears 
to be a good Indicator of the effectiveness of Instruction, must continually 
be measured. 

3* Capability - ability of a training activity to conduct training 
for persons vnth handicaps without degrading the quality of the 
trainee's post-training job performance* 

In this study it was assumed that there was a relatively constant relation- 
ship between the number of instructors and the number of trainees in a given 
training environment* The capability to conduct training, therefore, was 
assumed to be linear with respect to the number of available qualified 
Instructors* However, it was recognized that the student/instructor ratio 
In on-the-job training settings was usually markedly lower than for classroom/ 
laboratory and that staffing at the work site did not always Increase with 
the on-the-job training load* 

4* Complexity - the number of principles, procedural sequences and 
motor skills required of the trainee to perform tasks and master 
requisite skills for the job* 

There are two major components to learning difficulty; difficulty of the 

task and difficulty of learning due to trainee characteristics (Evans, et al* 

1976)* Complex tasks are usually more difficult to learn because it may be 

necessary to learn principles and procedural sequences while developing 

motor skills* And, if trainees have characteristics which are different 

because of their handicaps from those the instructor Is accustomed to teaching, 

they may need different lengths of time to be taught and to learn a skill* 

5. Cost * the amount of money, time, work, etc* expended to provide 
the facilities, personnel, resources, materials, equipment, trans- 
portation, prosthesis, etc* to train persons with handicaps* 
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Cost is a key criterion in determining how and where a skill should be 
taught* Most other criteria have an impact on costs of instruction and 
all criteria affect total costs (Evans et aK, 1976)* The facilities, 
personnel, resources, materials, equipment, and quality of graduates are 
usually correlated positively with the cost of the training program* Cost 
Is therefore important when considering the advantages and/or disadvantages 
of bringing the trainee to the classroom or the instruction to the trainee 
at work or a mix of the two modes of instruction {McNelly & Kazanas, 1975; 
Samers» Dunham & Nordhauser, 1974)* 

The cost of training one handicapped person to a known skill level in 

the classroom/laboratory environment was usually accessible from the records 

maintained by the school fiscal officer* Cost factors such student time, 

instructor time* administrator time* and cost of equipment and materials 

are necessary data collected in the day-to-day operation of most educational 

institutions* In Phase I of this study the cost of classroom/laboratory 

instruction appeared to be greater than the cost of on-the-job training or 

a combination of training settings* 

6* Criticality - the ability of the trained worker to execute the 
essential skills to cont^at high risk conditions on the Job* 

The method of training best suited for teaching critical, complex tasks 
to handicapped trainees should be given serious consideration by the decision 
makers in the development of training programs* The consequences of inade- 
quate performances is an important criterion in selecting course content and 
the instructional setting* Tasks that involve high risk to personnel* equipment* 
and/or facilities need lo be evaluated to determine how much emphasis and 
which training medium best develops the required skill* For example, if a 
task nJust be accomplished in an emergency, the completion of the job usually 
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cannot wait until the worker locates the proper section in the technical 

manual or asks the supervisor for critical information. Consequences of 

the task delay may, therefore, contribute to criticality. 

7* Disabilities - effect of the trainee's handicapping condition 
upon the choice of training settings and the complexity of 
skills to be learned. 

Disability, as related to work has two dimensions: "the presence or 

perception of physical or mental handicaps and a reduced work capacity" 

{Levitan &*Taggart, 1977). The perception of disability leads employers 

and teachers to believe that a greater length of time will be required to 

bring a disabled trainee, whether nental or physical, to the desired level 

of conpetency* As described by Evans et al* (1976), the Disabilities 

criterion stresses aptitudes and abilities of the mentally and/or physically 

handicapped and the special needs required to bring them to competence* 

Therefore, for most purposes the Disabilities criterion and the Abilities 

and Aptitudes criterion have considerable similarity. 

8. Evaluation - appraisal of the quality of training rr^ceived by 
the trained worker during her/his training program* 

The twenty-four criteria identified by Evans et al. (1976) as having an 

important bearing on whether a competency should be taught on-the-job or 

by classroom/laboratory instruction or both included one criterion related 

to the "'Performance of Graduates*" The objective of this criterion was 

to investigate beliefs about the capability of the graduate after completion 

of the training program. The criterion did not address the appraisal of 

the quality of training during the course of instruction* To analyze this 

aspect of the curriculum, a twenty-fifth criterion "^valuation" was added 

to the list for testing. Foster, Szoke, Kapisovsky and Kriger (1977) 

contend that evaluation should take place in both the classroom/laboratory 
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setting and in the on-the-job setting when appraising the quality of 
training received by former handicapped workers. Therefore, data should 
be collected to determine whether graduates meet the qualitative require- 
ments of the job for which th^ are being trained. 

9* Frequency - the extent to which the tasks that most workers 
perform at a given skill level on-the-job are repetitive. 

The structi're of a training program for handicapped students should 
begin with a description of the tasks the entrant will be expected to per- 
form. Tasks that are performed frequently by tnost job incumbents at a 
given skill level are prime candidates for inclusion in classroom/laboratory 
training programs (Carpenter, 1970). Conversely, tasks that are performed 
by few workers, or infrequently, should be considered for elimination from 
classroom/laboratory instruction and taught on-the-job, or not taught at 
alK If the probability of any one worker having to perform a task is very 
low, it is likely to be more efficient to train on-the-job only those train- 
ees who must perform the task (Jenness, 1976). 

10. History and Pragmatism - factors such as the results of research 
or personal experiences, that influence the decisions of train- 
ing authorities to teach a competence on-the-job or in a 
classroom/laboratory setting. 

Educators and employers are prone to use their experiences when deciding 

whether to teach a competency on-the-job, in a classroom/laboratory or in 

a COTibination of the two settings. If the choice doesn*t work well, a 

decision is often made to make a change. However, there is a need for 

anpirical data when planning methods of instruction (Johnson, 1976). 

IK Instrumentality - generic skills in mathematics (read, write and^ 
count) and coiranunications (literal comprehension in reading and 
fluency and Idea organization in writing and speaking) that are 
essential in learning competencies for the job. 
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Skills In reading^ c(»nputings and communication are instrumental to 
learning nrost occupational skills, and many daily living skills are 
essential for the care of one's everyday affairs, but may be difficult 
to teach on the job* In Phase I of this study, educators and employers 
of persons with handicaps indicated that if the job tasks required know- 
ledge in reading> canputing, or communication, these skills were best 
acquired through classroom/laboratory instruction* 

12, Heed to Minimize Training Time - the demand for workers in a 
given occupation which dictates a reduction in the amount 
of trainee preparation time to gain knowledge and abilities 
for satisfactory job performance* 

When the demand for trained personnel far exceeds the supply, there 

may be a particular need to minimize" training time* Under such a condition, 

trained personnel are needed quickly and often are pushed through training 

as rapidly as possible. The complexity of the skill may, however, affect 

the time required for training* Therefore, the need to minimize training 

time for persons with handicaps may be at odds with the individual's 

ability to develop the skill* 

13* Number of Personnel to be Trained - the trainee space in the 
classroom/laboratory or on-the-job, that may be occupied at 
any given time and will not adversely affect trainee and 
instructor time, use of equipment, materials, and facilities. 

There is usually a high correlation between instructor requirements, 

equipment requirements, facilities requirements and the size of the flow 

of trainees through a course of instruction. These elements affect 

and have an impact on the ability of a training activity to maintain 

the necessary level of productivity. To serve persons with certain types 

of handicaps there will be a greater investment for the first trainee (as 

compared with subsuquent trainees) in order to allow trainee access to the 
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training either on-the-job or in a classroom/laboratory* For example: 

the investment in transportation may be higher for the first cooperative 

education student but will be lower per student as the number of students 

increase or become involved in the program* 

14* Passage of Time - the loss of knowledge and/or skill proficiency 
caused by the time interval between the completion of training 
and the initial perfonnance on-the-job* 

The time interval between completion of training for a competency and 

the initial performance at work may have an impact on the qualitative 

requirements of the job* A loss of proficiency could result if the time 

interval is greats and therefore^ the loss of knowledge and/or skill 

would directly affect job efficiency* 

15* Performance of Graduates - the comparative evaluation of workers! 
performance^ based on their mode of training, to ascertain the 
best setting for specified skills to be developed* 

When determining the method of training to be used for the development 
of a skill, the capability of the graduate should be compared in terms 
of performance. Technique-comparison studies on this subject abound in 
training literature* The performance of on-the-job training and technical 
school classroom/laboratory graduates was compared in an Air Force Human 
Resources Laboratory (AFHRL) investigation (Dunham, 1972). That study> 
based on an analysis of assessed knowledge for both classroom/laboratory 
and on-the-job graduates of a specific skill, found essentially no sig- 
nificant differences for the two types of graduates* in another AFHRL 
investigation (Lecznon, 1972) the performance of on-the-job and technical 
school classroom/laboratory graduates was compared in terms of six 
criteria: a job difficulty index, average task difficulty, number of 
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tasks performed, job interest, self-utilization of talent and training, 
and overall performance ratings* Again, no advantage of classroonn/ 
laboratory over on-the-job training was found* 

16. Persistence of Denand for Trained Personnel - the influence 
of long-term job market requirements for trained workers 

in a specified occupation. 

A long-term job requirement for trained workers, including impaired 
workers, may influence the use of one training approach over another* 
For example, when trainees are available over an extended period of time, 
program developers may justify the acquisition of facilities, equipment, 
and staff to support the implementation of classrooin/laboratory courses* 
Conversely, as stated by Evans et al, (1976), if a job classification 
U going to be phased out, or a product is going to be discontinued so 
that new entrants for an occupation will be needed for only a year or two, 
the construction of facilities and the development of curricula for 
residential or other formal training may be impractical* The requirement 
for trained personnel may, in those situations, be satisfied better 
through on-the-job training* 

17. Philosophy and Policy - the basic values, concepts, and systematic 
efforts that are formulated from experiences, hearsay, and/or 
research, that are used by industries and schools to clarify and 
coordinate their beliefs and that are eventually integrated into 
the "official" practices of the institutions concerned* 

Traditionally the choice of an instructional methodology has been 

determined primarily by philosophical beliefs, past experiences, fads 

of the times, or frequently "because it seemed to work" (O'Toole, 1976)* 

The decision for selecting one type of instruction iji preference to 

another has usually been based on the judgment of the administrators 

or curriculum developers who have relied frequently on past experiences 
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for determining which method should be used at the time the course is 
developed. Empirical data based on research rarely have been used in 
making these decisions (Singer, 1977). 

18. Ports of Entry - the effect of local, state, or federal licensing 
agencies upon the pre-job entry training of worKers. 

Some occupations have union, state, or Federal entry requirements. 

These requirements may demand licensure, membership into unions and/or 

academic degrees. The requisite competencies to meet entry requirements 

should be included in the training programs for persons with handicaps 

(Dahl et al., 1978). 

19. Preferred learning Modes - the training setting which is most 
preferred by the trainee to learn skills of the job. 

Vocational counselors are often faced with a dilerrma of giving the 
handicapped individual guidance on how she/he should and can be trained 
regardless of the trainee's preference of training method. The preferred 
training method by the trainee may not be the most applicable to her/his 
needs or may not even be available. For some individuals, career satis- 
faction is related to being able to work and learn on-the-job (Evans 
et al., 1976). Other individuals feel more satisfied when learning in a 
classroom/laboratory setting. And for others* both types of training 
settings may provide learning satisfaction. 

20. Prior Experience - the individual, skills and knowledge acquired 
from previous training or work which are potentially transferable 
to the "new" behavior to be learned. 

The prior experience criterion is often difficult to assess accurately 

becsBise many training settings are so structured that little or no assess- 

ment is made of skills and knowledge acquired from previous courses or 

work experiences. In many training activities the primary concern is 
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that trainees learn the necessary job behaviors by completion of the 
previously planned instruction and that the technical skills to be 
mastered include work habit skills {Dahl et al., 1978). 

21. Quality Control - the degree of excellence in post-training job 
performance which is attributable to the type of training 
recei ved. 

If considerable time is required before a worker can learn to produce 
work of acceptable quality* on-the-job training may not.be feasible for 
initial instruction {Evans et al,, 1976), However, based on the results 
obtained in Phase I of this study there appears to be a high degree of 
probability that the handicapped trainee can learn to produce work of 
acceptable quality in a reasonable period of time regardless of the method 
used for developing job skills, 

22. Reality of Atmosphere - the training setting where realism can 
best be created to be most like the work place. 

Training conducted in an atmosphere that closely reseiitles or is 
identical to that in a work environment should enhance the learning ability 
and the attitude of the handicapped trainee. Reality of atmosphere tends 
to reinforce the learning of job skills. In many training situations* how- 
ever, it is difficult to duplicate some aspects of the job. An atmosphere 
of realism should receive serious consideration in the development of 
training programs for persons with handicaps. 

23. Screening Device - the use of training as an assessment strategy 
to identify* train* hire, and/or promote persons with handicaps. 

Assessment or screening measures are nomally used in determining what 

types of modifications are needed in training, programs to meet the needs 

of handicapped persons {Dahl et al.* 1978). In addition, these measures 
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are used to assist in the identification of personnel to be trained, hired 

and/or promoted, or they may be desirable for the identification of the 

development of a competency* 

24. Sol i ci tude - acts of pity or encouraged "dependency" which 
affect the social interactions of handicapped and nonhandi- 
capped persons in both the training and work settings* 

Foster et al* (1977) purport that persons with handicaps will always 

have a need for some form of dependency throughout life, and interested 

others should assist these individuals to achieve a realistic view of 

how dependent they should be* The authors caution* however, that some 

trainees with handicaps may use their handicap to avoid developing their 

full potential, and may tend to develop attitudes of low self-esteem, 

lack of self-confidence and fear of failure* 

25* State of the Business Cycl e - the extent to which the econof^y 
is able to support full employment for all those desiring 
work (Levi tan & Taggart, 1977)* 

The state of the business cycle refers to the extent to which the 
econofi^y is able to support full employment for all those desiring work 
(Levitan et al*, 1977)* Handicapped workers are placed in a particularly 
difficult competition with non-handicapped workers for both training and 
jobs when the economy is depressed* 

When the demand for labor is low the interest and incentive to provide 
jobs and training may diminish on the' part of both employers and educators* 
The extent to which the state of the business cycle influences training 
appears to depend, to a large extent, upon the duration and the depth 
of the economic downturn* In any event, the -state of the business cycle, 
whether up or down, probably affects the choice and selection of the training 
method used for training persons with handicaps* 
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26. Unlfonm'ty - the extent to which all trainees should accomplish 
like tasks in a similar manner. 

Standardization of training is a criterion that should be considered 
by curriculum developers when selecting the method of training* On- 
the-job training generally represents decentralized control of training. 
Because of varying missions, equipment and procedures, on-the-job training 
may vary from trainee to trainee and from shop to shop. Classroom/ 
laboratory training may, on the other hand, have more centralized control 
over the instructional program* Students attending a formal resident 
course may be required to learn a broad variety of types of tasks they 
may need to perform in the labor market, and all will have experienced 
like kinds of training upon graduation* Such standardizations of training 
may provide for greater mobility of the graduates because they may be 
able to do the job in the same fashion from one work station to another* 
On the other hand, classroom/laboratory training which is provided by 
many different local education agencies (LEA) may differ almost as much 
from one LEA to another as from one on-the-job training site to another* 
Much depends on the extent to which teachers have received identical 
teacher training, the usage of common instructional materials, and the 
use of external tests (e*g*, state licensure examinations)* 

27* Social Cohesi veness/Work Adjustment - the accepted tone of social 
interaction within the training and/or work environments which 
affects the success of training and the production of goods 
and/or services* {Note: This criterion was identified during 
the ^'critique" of the study*) 

Classroom/laboratory and/or on-the-job training settings are signifi-* 

cantly affected by the tone of social interaction among the three principal 

members of those settings: (1) trainer vs* trainee, (2) peer group vs* 
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trainee and (3) trainer vs, peer group, A cohesive group in a learning 
setting is composed of members who work together for a common interest 
and are willing to participate in group taste and experiences that 
normally. include the anxieties and frustrations which accompany know- 
ledge processing in human skill development (Stancato, 1979), When 
training handicapped students for a vocation, the training setting has 
been complicated by the training authority's lack of knowledge about how 
best to develop the learning environment tocreatethe most effective 
climate for instruction and learning (Bottoms & Scott, 1976). Therefore, 
training authorities should be aware of the noncohesive potentialities 
of the "alien" training setting that is conceived and populated primarily 
by the nonhandicapped with their own (nonhandicapped) values i*nd mores for 
the training of persons with handicaps (Weisman, 1976), 

Summary 

Federal legislative actions during the seventies have made substantial 
changes which should improve the status of many handicapped youth and 
adults who seek training and work. It is now a matter of record that 
the handicapped trainee and the impaired worker have the essential tools 
for seeking redress against schools and industries whose practices are 
discri?ninatory toward persons with handicaps. 

Now educators and employers are in search of techniques to be used 
to select the most appropriate setting for training persons with handicaps, 
and the Evans et al, (1976) criteria as revised, may be useful in the process 
of analyzing alternative methods for their training. In this study the 
revised Evans et al, (1976) criteria have been literally tailored to enhance 
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the decision^maklng process which is used when selecting the training 

settings for persons with handicaps. For example: 

Need to Minimize Training Time . 

Original Revised 

trainees cannot be allowed "... to minimize training time 

to pace training for their in^ for persons with handicaps may 

dividual convenience but must be at odds with the individual's 

be pushed through training as ability to develop the skill, 
rapidly as possible. 

Conceptually, the basic theme of the original criteria has been [ip.intained 

In the revised form without exception. However^ three new criteria have. 

been identified and added to the list. The new criteria were; Evaluation, 

Solicitude and Social Cohesiveness/Work Adjustment, social Cohesiveness/ 

Work Adjustment was the only criterion which was not tested during the 

course of this stucly. 

The intent of this study was first, to identify the criteria which were 

used by training authorities to select the training settings for handicapped 

persons. Second* It was to seek the opinions of Impaired workers about 

how their job competencies were developed and whether the cited criteria were 

used when their training settings were chosen. Third, to seek opinions 

from advocates and Interested professionals outside the state of Illinois 

as to whether they would use the criteria when selecting a training setting 

for a handicapped person. 
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METHOD AND PROCEDURE 

Design of the Study 

In Phase II the stucly was comprised of three sub-studies which were 
conducted by using a survey form of descriptive research. The first 
stucly was a continuation of the "pilot" stucly of Phase I. The second 
stucly was a survey of "Impaired" workers* and the third study was a 
survey of advocates and professionals who were Interested in the training 
of persons with handicaps. The objectives of these studies were to gather 
information about the criteria that had been or should have been used during 
the selection of the training setting for handicapped persons. The data 
collection procedures were based on those used In Phase I of the study. 
Although "structured" questionnaires were used in the Interviews, a degree 
of latitude was permitted for In-depth probing of topics. The choice of 
many of these topics was Influenced by the respondents who were interviewed 
during Phase I. 

In Chapter III the report Is divided Into five sections which describe 
the methods and procedures used in each of the three sub-studies* the quality 
controls imposed and the statistical procedures. The first sub-study* the 
Authority Study* sought to quantify the criteria f-ir determining the best 
approach for training handicapped persons ; second, to address the possibility 
of whether additional criteria might be included for determining which method 
of training was. more efficacious for handicapped trainees* i.e.* on-the-job* 
classroom/laboratory or a combination of the two training settings; and third, 
to validate which criteria were used when the training settings were chosen. 
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The second sub-study, which surveyed the impaired workers (Worker 
Study), had four objectives* First, to quantify information which had 
been used to determine the method for training handicapped persons by 
occupation. Second, to Identify criteria used for determining the 
selection of the training setting. Third, to identify the criteria 
which the respondents used to seek employment. And, fourth, to quantify 
and validate the data for determining which criteria had or should have 
been used when the training settings of the respondents were chosen. 

The third sub-study, the advocate and interested professionals study 
(Advocate Study), had one objective: to quantify criteria which should 
be used when selecting the training settings for handicapped persons. 

Authority Study 

The "Authority* Study is a continuation of the "pilot** study reported 
in Phase I. However, an added perspective to this study was to conduct 
a second interview by telephone with all of the former respondents. 

Respondents . During Phase I of the study forty-four respondents 
who work in the^state of Illinois were interviewed. In Phase II an 
additional eighteen respondents were Interviewed, two of whom were employed 
in the state of Minnesota. Therefore, all statistics for this study have 
been computed for a population of sixty-two respondents. 

The respondents were selected because of their involvement at various 
levels in prevocational or vocational training programs serving the handi- 
capped citizens of communities in Illinois and Minnesota. Each respondent 
was contacted by telephone and was provided with a brief description of 
the purpose of the study. If the respondents agreed to participate, a one- 
hour interview was scheduled. 
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Questionnaire: first interview . The respondents were interviewed by 
members of the project staff. The questionnaire in Appendix A, with a 
"structured interview" format* was ©nployed to guide interviewers' 
questions and to record responses. The interviewer began each interview 
by recording background information for each respondent. This information 
included the respondent's name and Job title, the name of the organization 
for which the respondent worked, organization address and telephone number, 
and the condition and level of handicap of the persons served by the 
organization. 

The interviewers asked each respondent to read descriptions of on-the- 
job training (OJT) and cl ass roon^/ laboratory training (CL) and asked hiin/her 
to choose the most accurate description of the type(s) of training provided. 
In addition, respondents were asked to describe their training programs. 
This description included: 1) the design of training (o.g. , upgrading 
existing employees or entry for new employees); 2) the intent of training 
{e.g., entry level perfontBnce, progression on a specific job, or transfer 
to a related occupation); 3) the occupation{s) for which training was 
designed; 4) the skill level and affiliation of trainers, and, finally 
5) the kinds of stucly materials used by trainees. 

Twenty-four sets of questions were asked to each respondent based 
upon the criteria for determining the setting for training of-handicapped 
persons derived from the revised Evans et al. (1976) investigation. Each 
item was divided into two types of questions. The first type of question 
was a criterion quantification question. The. purpose of these questions - 
was to quantify each criterion by translating it into tents which could 
be measured by a numerical figure, a percentage, or some other scaled 
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response* For example* to quantify the cost criterion, the following 
statement was posed to the respondents: "The average cost of training 
a student (new employee) to the apprentice level {i*e*> person has com- 
pleted training) is $ 

The second type of question inquired about each criterion, and was 
described collectively as criterion opinion questions. These were 
questions which required the subject to make a judgement about the pre- 
ferable training method based upon her/his experience* For example, 
the judgement or "criterion opinion" question asked the respondent: 
**Realism of training can best be created with OJT ... 1, CL 2, 
COMB ...3." The responses to both criterion quantification and criterion 
opinion questions were recorded by interviewers. 

Questionnaire: second interview * The questionnaire in Appendix B, 
which was used in the telephone interview^ sought to further quantify 
and validate by data which criteria were used when selecting the training 
settings. The questionnaire was composed of two sections. Section one 
contained information to identify the respondent and to define specific 
terms of the study. Section two contained instructions to the respondent 
and listed the twenty-six criteria with descriptions. Each criterion had 
a Likert scale which permitted the respondent to make a judgement about 
the criterion. Using a seven point scales the respondents were given 
the option to evaluate the extent to which they believed each criterion 
was used in the selection of the training setting for the vocational 
development of persons with hc.idicaps. 

Settings for interviews . The first interview was conducted face-to- 
face with the respondent. The time and place of interviews was determined by 
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each respondent* Each respondent was contacted by a project staff member 
(interviewer) and asked if he/she would participate in the study* if 
agreeable^ the interviewer scheduled an interview at a time and location 
that was convenient to the respondent* Approximately two weeks prior 
to the interview, the interviewer mailed an information packet to the 
respondent* The contents of this packet included a letter identifying 
the name of the interviewer, the time and location of the interview, and 
a "skeleton" copy of the questionnaire. Respondents were asked to skim 
the questions in the skeleton questionnaire to familiarize themselves with 
areas of inquiry before the actual interview* 

For the second interview the telephone was used to establish appoint- 
stents and to conduct interviews* Fifty-one of the sixty-two respondents 
were available and willing to participate* Prior to the interview a copy 
of the questionnaire was mailed to forty-eight of the respondents, and 
to three of the respondents, who were sight impaired, both a questionnaire 
and a tape recording of the questionnaire were mailed* 

Worker Study 

The "Worker" Study is a sequel to the Authority Stucly with both a face* 
to'face and a telephone interview* 

Respondents * Twenty-six "impaired" workers who are tenured employees 
{Tenure for the purpose of this study is twenty*four consecutive months 
or longer in the current employment*) live and work in the state of Illinois* 
The majority of the workers had physical impairments, but it was assumed 
that those who had other types of impairments differed no more from those 
who were physically impaired than the physically impaired differed from 
each other* The workers were identified as a result of inquiries made 



40 



to various training agencies which were asked to nominate individuals 
with whom th$y had had a current or former relationship* Each worker 
was identified by means of a modified form of "referral sampling" which 
appeared to be the inost reasonable approach for reaching this low density 
and socially inconspicuous population for whom no central reference was 
available {Welch, 1975). The referrals {or branching nominations) pro- 
vided the names of individuals for inclusion in the survey who met the 
prerequisites: "tenured" and "impaired*" It was assumed that since 
each respondent was employed and had volunteered willingly to participate 
in the study, their conceptions of "training for work" and their prepara- 
tion for work would be compatible and equal* Twenty- three respondents 
Were interviewed by the staff {Three respondents were not available 
for the second interview*) using two questionnaires with "structured 
interview'* formats. With each questionnaire interviewers asked respondents 
specified questions and recorded their answers* 

Questionnaire: first interview * The questionnaire in Appendix C, 
which was used in this face-to-face interview, had three objectives. 
First, it sought to quantify and identify by data the training method 
which had been used when job competencies were developed for the respondents; 
second, it sought to identify criteria which were perceived to have been 
used or should have been used by training authorities when determining 
the training setting for these workers; and third, it sought to identify 
the criteria which the respondents used to seek employment. In this eleven- 
section questionnaire the interviewers recorded the respondents' answers 
in the appropriate blanks* The first, second and eleventh sections were 
used to record the demographic background of the respondents* The third. 
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fourth, and fifth sections were used to record the characteristics of 
respondents' training settings. Sections six, seven, eight and ten were 
used to determine what criteria were considered when the respondents' 
training settings were selected, and section nine was composed of 
questions which identified the criteria used by the respondents when 
seeking employment. 

Questionnaire: second interview . The questionnaire in Appendix D, 
which was used In the telephone Interview, sought to quantify and validate 
the data for determining which criteria had been used by training authori- 
ties for determining the training setting of the respondents and which 
criteria. In the opinion of the respondnets, should have been used. The 
questionnaire was composed of two sections. Section one contained infor- 
mation to identify the respondent and to define specific terms of the study. 
Section two contained instructions to the respondent and listed the twenty- 
six criteria with descriptive definitions. Each criterion had two Likert 
scales which permitted the respondent to make two different judgements about 
each criterion. The first was a seven poiiit scale which permitted the 
respondent to evaluate the extent to which he/she believed the criterion 
was used In the selection of the training setting for their vocational develop- 
ment. The second was a five point scale which permitted the respondent to 
evaluate the extent to which he/she believed the criterion should have been 
used In the selection of his/her training setting. 

Setting for Interviews . For the first interview the time and place of 
interview was determined by each respondent. Twenty-four respondents were" 
contacted Initially by mall to seek their willingness to participate In 
the study.* If the reply indicated agreement, an Interview was scheduled 



42 

by telephone* Two respondents were contacted by the agency which informed 
the interviewer, and the interviewer made an appointment with these 
respondents by telephone* 

The second interviews were arranged by telephone appointments. The 
interviewers were able to locate only twenty-four of the original twenty-six 
respondents who were willing to participate in this phase of the stucly* 
A copy of the questionnaire was mailed to twenty-three of the respondents 
to permit them to plan their responses prior to the interview, {One 
questionnaire was administered face-to-face because the respondent had 
a literacy deficit*) The interviewers were able to collect data from twenty- 
three respondents* The twenty-fourth respondent became ill and was not 
available for interview* 

Advocate Study 

The Advocate Stucly was designed to identify criteria which should be used 
when choosing a training setting for persons with handicaps. The identity 
of these criteria was obtained from advocates and interested professionals 
from outside the state of Illinois* 

Respondents * Th1rty*five persons who participated in this stucly worked 
in the Commonweal th of Pennsylvania* the District of Columbia* and the 
states of California, Delaware* Kansas, Michigan, New Hampshire* New Jers^* 
Mew York, Ohio and Oregon* All of these respondents had been participants 
in a program at a national conference or an **invited" seminar presented by 
the staff* The program reported the results of Phase I of the study and 
was used to solicit the' opinions of the audiences about the criteria* 
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Questionnaire . The questionnaire in Appendix E was used to solicit 
the opinions of each audience. The data processed from these audiences 
were to identify the criteria which advocates and interested professionals 
believed should be used when choosing a training setting for persons with 
handicaps. The questionnaire was composed of a Participant Section and a 
Questions Section. The Participant Section was used by the respondents 
to first identify their hypothetical job title; and second, to identify 
the total number of months in their present job, the agency with whom 
they were affiliated, the city/town and state of current employment, 
and the identity of the handicap population with whom they had had ex- 
perience. The Questions Section contained instructions to the respondent 
and listed the twenty-six crii-^ria, with descriptive definitions and a 
number. If the respondent circled the number, it meant that the criterion 
would have been used during the process of selecting the training setting. 

Setti ng . The settings for the programs were national professional 
conferences and "invited" seminars in California, Georgia, Pennsylvania 
and Washington, O.C. The programs used a lecture-discussion format supported 
by 3Smm photograph transparencies (slides) which were used to portray the 
statistical results of Phase I. The first half of the program provided 
background information, describ^ed the criteria and addressed the research 
hypotheses and questions. The second half of the program involved the 
administration of the questionnaire and the discussion of the results. 
After the questionnaire was distributed to the audience, the program leader 
first, invited participants to choose a professional role in which they would 
participate during the process of selecting a training setting for persons 
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with handicaps* Next, the audience was asked to choose the criteria which 
they believed should be used when choosing the training setting, and for 
example, if the respondent circled the number "1" on the questionnaire, 
this indicated the respondent would have used that criterion in the process 
of selecting the training setting* 

Quality Control 

To assure reliability of the raw data collected during Phase I and II 
of the study, the project staff developed procedural guides (Appendixes 
F and G), interviewer training programs and a means to assess the respondents* 
self-reliance in answering interview questions* 

Interviewer training * Each interviewer participated in a training program 
to learn to adhere to a standardized procedure for interviewing respondents* 
The intent of the training was to improve procedures for collection of data 
and to improve the quality of data collected* The procedure during each 
of the three, eighty minute, training sessions involved a discussion of the 
procedures to be used* it included one skilled interviewer conducting an 
actual interview and recording responses while the semi-skilled interviewer 
trainee also recorded the responses of the respondent. The interviewer 
trainee's recorded performance across all possible responses was calculated* 
The number of agreements was divided by the total number of possible responses 
{agreements + disagreements) and multiplied by 100 to yield the evaluated 
performance for the interviewer trainee* 



Evaluated ^ Agreements 

Performance Agreements + Disagreements 



X 100 



lERLC 
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The trainee's performance for each training session during Phase II was 
ninety-nine percent or better on the face-to-face questionnaire (Appendixes 
A and C) and the telephone type questionnaire {Appendixes B and D)* 

Agreements + 

Trailing Sessio n Interview Performance i%) Disagreements 

1 Face-to-Face 99.2 264 + 2 

2 Face-to^Face 99.6 266 + 1 

3 Telephone 100.0 52+0 

Assessment of re<;ponses . Each question or question group of the 
questionnaire in Appendixes A and C were accompanied by a ''Response Con- 
fidence Code." This code was recorded by the interviewers to evaluate a 
respondent's self-assurance when answering face-to-face interview questions. 
If, for example, a question was assessed to rate a "1" by seventy- five 
percent of the persons responding, that question's value was appraised to 
be a sound response, but if the response was rated a "3** by a like number 
of respondents, the question's value was thought to be suspect and was not 
included In the data analyses. 

Statistical Procedures 

Data analysis procedures . Frequency distributions, percentages, means, 
factor analysis and a t-test were used to respond to all research questions 
and to test the research hypotheses in this stucly. However, In order to 
analyze the data by occupation In the Worker Stucly the Investigators choose 
to separate the workers Into two groups; the "most complex" and the "complex." 
Using tlie hierarchy of worker fur^tlons 11 ;ted In the Dictionary of Occupational 
Titles* the respondents' jobs* relationship to Data, People an^^ Things (Appendix 
G) were grouped. The three listings. Data, People and Things, were divided 
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at the functions: 4 Computing, 4 Diverting and 4 ftenipulating, respectively. 
Using the fourth, fifth and sixth digits of the respondents* job identity 
codes, the investigators were able to classify the respondents by the location 
of their three digits in the three worker function listings. When a 
respondent's worker function digits were located in any two of the listings 
with a digit between zero and four inclusive, the job was grouped in the 
"most complex" category* l^en two or more digits were five or greater, the 
job was grouped in the "complex" category. For example: the first six digits 
of the Transcription Secretary and Officer Manager's DOT code is 202 132* 
The fourth digit, "1", form the Data list identifies the function 1 Coordinating * 
The fifth digit, "3", from the People list identifies the function 3 Supervising * 
The sixth digit, "2" from the Things list identifies the function 2 Operating- 
Co ntrolling * Since two or more of the function codes appear between zero and 
four, this worker was assigned to the "most complex'' group* 

Statistical limitations * (1) Authority Study: Nie, Hull, Jenkins, Stein- 
brenner & Bent (1975) caution researchers who use factor analysis to be con- 
scious of potentially misleading results when a small set of independent 
variables {e*g*, twenty-six criteria in this study) are used to determine 
the degree to which any given criterion or several criteria are a part of a 
common underlying phenomenon* Therefore, the investigators chose to use 
fd^^or analysis for only exploratory purposes and is not reported in trns 
study* (2) Worker Study; Due to the large number of different "impairments" 
in the population studied, the low number of cases of each type of impairment 
and due to the low number of respondents with non-physical impairments, the 
investigators deemec^ it in^appropriate to attempt to comp**te statistical 
significance of the interaction o^ relationships between the identified 
criteria and other variables* 
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RESULTS 

Chapter IV reports in three sections and a summary the findings of 
the stucly. The data reported are sufficient to test the research hypo- 
eses and to answer the research questions. The first and second sections 
report the findings of the Authority and Worker Studies, respectively, 
the third section reports the findings of the Advocate Stucly, and the 
chapter closes with a summary, ( Note : In this chapter the percentages 
in some frequency distributions have been rounded by .9 or less to permit 
the suirening of percentages to 100.) 

Authority Study 

Respondents 

Respondents selected for participation in this stucly were identified 
on the basis of their professional relationships in the training of persons 
with handicaps. With these relationships in mind, the respondents were 
grouped in one of four job categories; counselor, adhjinistrator, trainer 
(instructor) or employer. 

Counselor , The first category was composed of counselors. Their primary 
function in the training setting was to assist the handicapped trainee in 
the decision-making process of choosing a vocation. 

Administrator, The second category was composed of administrators of 
training programs serving individuals with handicaps. Respondents selected 
for inclusion in this category were individuals involved in making the polfcy 
and procedure decisions of prevocational and vocational training programs. 
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Trainer* The third category included those people involved in develop- 
ing, implementing, and teaching prevocatlonal and vocational skills to 
persons with handicaps* 

Employer , The fourth category of respondents were persons who employed, 
supervised, or fulfilled similar roles in industry and were directly or In- 
directly related to the training of persons with handicaps* 

Identification of Respondents in Phase II * In Phase I the respondents 
were predominantly administrators and trainers* Consequently, in Phase II, 
emphasis was placed on finding respondents who were counselors and employers* 
The staff obtain^^d the Identity and, subsequently, the Interviews from this 
supplemental population by inquiries to various agencies (see Appendix F) 
involved in the training of pe^^sons with handicaps and by referrals of re- 
spondents who participated i * Phase I* A total of eighteen additional re- 
spondents were identified and participated in the study which enlarged the 
study population to sixty-two {N=62)* Table 2 provides a frequency distribu- 
tion of the total number of respondents in the Authority Study grouped 
according to job category, and Table 3 provides a frequency distribution of 
this population grouped by the handicapping condition of the trainee* 

Table 2 
Respondents Grouped 
by Job Categories 
N=62 



Category 


N 


% 


Counselor 


15 


24 


Administrator 


19 


31 


Trainer 


17 


27 


Employer 


11 


18 
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Table 3 
Respondents Grouped 
by Handicapping Condition of Trainee 
N=62 



Trainee's Condition 


N 


% 


Physical 


13 


21 


Cognitive 


24 


39 


Visual 


14 


22 


Auditory 


7 


11 


Speech 


1 


2 


Mul tiple 


3 


5 



The frequency distributions in these two tables appear to reflect an 
equitable distribution by job but an inequitable distribution by trainees* 
condition of handicap* Therefore, the investigators chose to collapse 
the data into four major categories of handicap during the second interview 
and the level of severity of handicap, Ke., mild, moderate or severe has 
been deferred to a future study because the respondent populations were also 
inequitably distributed for each condition of handicap* For example, there 
were twenty-four of the sixty-two respondents who were involved in the train- 
ing of persons with "cognitive** conditions of handicap, however, when these 
respondents were grouped by leve: or severity of handicap, the distribution 
of respondents was MILD, N=6i MODERATE, N=16; and SEVERE, N^2. 

In Figure 1 the respondents' counties or. city of employment are reported* 
Two of the respondents were employed outside the state of Illinois in 



(D Minneapolis, Minnesota 
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Figure 1. Respondents' location of employment {Authority Study), 



ERIC 
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Minneapolis, Minnesota* The balance of the population was employed In the 
following county areas In the state of Illinois: ten were In Cook County; 
thirty-eight were In Champaign County; nine were In Macon County; two were 
in Sangamon County; and one was in Macoupin County. 

Criteria ised in the Selection of the Training Setting 

In this section the analyzed data which Identified the criteria for the 

selection of the training method are reported. This data was collected 

during the first interview {face-to-face) with the questionnaire In Appendix 

A* When a respondent replied to a specific question. It was believed to 

be an honest, knowledgeable reply and an indication of which criteria were 

used and/or considered when choosing a training setting for handicapped 

trainees* The results obtained for each criterion are reported graphically in 

Figures 2, 3 ana 4* Each alphabetized, graphical portrayal of data is keyed 

to the alphabetical prefix of each criterion In the text, e.g., Abilities 

and Aptitudes refers to the pie chart Illustration; A. ABILITIES/ APTITUDES. 

A* Abilities and Aptitudes - demonstrated performance of the trainee 
in both physical and mental skills, and the measured talent of the trainee 
to learn and/or understand specified skills in a short period of time. 

In Figure 2, Illustration A, the response to the question which pertained 

to the "Best method when trainees acquire skills slowly" [Q* 8c{l)] was a 

fifty-nine percent agreement by the respondents that trainees who acquire skills 

slowly can best be trained to perform the tasks of a job through on-the-job 

training* 



52 

B. Availability and Suitability of Physical Resources - obtainable 
training equipment and facilities for persons with handicaps to promote 
conditions which are identical to those the trainee will encounter on 
the job. 

In Figure 2> Illustration B> the abbreviated subjective statement in 
the questionnaire^ pertaining to this criterion was ''Actual job conditions 

are more feasible in OJT; > CL: ^ COMB; " [Q- 5d(2)l, As 

expected^ again eighty-one percent of the respondents strongly indicated 
that actual job conditions were usually more feasible in an on-the-job 
training setting and the balance of the respondents selected a combination 
of training settings. 

C. Capability - the ability of a training activity to conduct training 
for persons with handicaps without degrading the quality of the trainee's 
post-training job performance. 

In Figure 2> Illustration C> the results portrayed are based on the 
question pertaining to the '^Method with most capable instructors" [Q. 5b(2)] . 
It appears that the most capable instructors for training persons with handi- 
caps are usually acquired^ according to fifty-one percent of the respondents^ 
from a combination of training settings (on-the-job and classroom/laboratory). 

D. Complexity - the number of principles^ procedural sequences and motor 
skills required of the trainee to perform tasks and master requisite skills 
for the job. 

To authenticate the identity of the criterion and to choose the best 
setting for training^ the respondents were asked to specify the "Best method 
to teach easy to learn peast complex] tasks [Q. 7d(3)l. In Figure 2> Illustra- 
tion D> forty-six percent of the respondents were in agreement that both 
classroom/laboratory training in conjunction with or succeeded by on-the-job 
training was the best method for teaching complex taslcs. And> sixty-seven ^ 
percent of the respondents chose on-the-job training for teaching the least 
complex tasks. 
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E. Costs - the amount of money, time, work, etc. expended to provide 
the facilities, personnel, resources, materials, equipment, transportation, 
prosthesis, etc. to train persons with handicaps. 

In Figure 2, Illustration E, the "Most cost-effective method*' [Q. 5a(3)] 
of training persons with handicaps appears to be on-the-job and a combina- 
tion of classrooin/laboratory plus on-the-job training, according to fifty 
and forty-three percent, respectively, of the persons interviewed. 

F. Criticality - the ability of the trained worker to execute the 
essential skills to combat high risk conditions on the job. 

The "Best method to teach skills Involving high risk" [Q. 7b(2)] was 

a combination of training settings which was chosen by forty-four percent 

of the respondents, and thirty-eight percent chose on-the-job training 

(see Figure 2, Illustration F). Only eighteen percent of the respondents 

stated that skills Involving high risk could best be acquired through 

classroom/laboratory instruction. 

G. Disabilities - effect of trainee's handicapping condition upon 
the choice of training settings and the complexity of skills to be 
learned. 

In addition to Identifying the criteria used in decision-making, this 
study focused on Identifying the setting within which trainees with specific 
handicaps could best learn to develop skills. In Figure 2, Illustration G, 
the "Best method when trainees have skill deficits [or handicaps] which 
are" physical, cognitive or visual was a combination training setting, 
and when the trainees have auditory handicaps, there appears to be a toss-up 
between on*the-job and combination training settincs [Q. 8b(l) through 
Q. 8b(5)]. The differences in the responses between choosing on-the-job 
and combination training settings for persons with physical, cognitive 
and visual handicaps, were minimal: an eight percent difference for the 
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physical, a three percent for the cognitive, and a one percent difference 

for the visual. It is apparent the respondents were in general agreement 

that trainees with handicaps, whether mental or physical, could learn to 

master tasks better through on-the-job or a combination training setting. 

Evaluation - appraisal of the quality of training received by 
the trained worker during her/his training program. 

In Figure 2, Illustration H, fifty-two percent of the persons who re- 
sponded to the survey question about this criterion indicated that the 
quality of training can be assessed ''most economically ... jm" an on-the- 
job training setting (Q. 5h). Unfortunately* the word *'in" In the question 
may be interpreted as "during" or "as a result of." The interpretation 
"during** was intended. 

L Frequency - the extent to which the tasks that mst workers per- 
form at a given skill level on-the-job are repetitive. 

In the Evans et ah (1976) study* caution was advised in making decisions 

about teaching tasks in a specific training setting because jnore or less 

than fifty percent of the "nonhandicapped" graduates were required, after 

placement* to perform the tasks on-the-job* Evans and his cohorts advised that 

the repetitive (or non-repetitive) performance of tasks should not be the 

governing cirterion in determining the training setting. Th^ recommended 

that additional criteria should be considered before making the decision, 

e*g. , Performance of Graduates, Cnticality and Cost* In Figure 2, Illustration 

I* fifty-eight percent of the respondents chose on-the-job training as the 

"Best method to teach on-the-job tasks which are performed weekly" [Q* 7a(3)]* 

H* History and Pragmatism - factors such as the results of research • 
or personal experiences, that influence the decisions of training authorities 
to teach a competence on-the-job or in a classroom/laboratory setting* 
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In Figure 3, Illustration J, the respondents Indicated that an or- 
ganization which uses a specific method of training, chose the method 
based on one of three different factors. For on-the-job training, fifty- 
one percent of the respondents reported Data (research) to be the influencing 
factor. In the classroom/laboratory training setting Tradition ("we've 
alweiys done It that way") was the factor* And, for the combination train- 
ing setting, fifty percent of the respondents indicated that Both (Data 
and Tradition) were the influencing factors IQ. 5g(2) through Q. 5g{4)]* 

Instrumentality - generic skills In mathematics {read, write, 
and count) and communications (literal comprehension in reading and 
fluency and Idea organization In writing and speaking) that are 
essential in learning competencies for the job* 

In Figure 3, Illustration the *'Best method to teach basic educational 

skills" is reported by fifty-three percent of the respondents to be In the 

classroom/laboratory setting [Q* 7g(2)]* In this sub-study, the kinds 

of tasks performed by most of the handicapped trainees did not require 

extensive skills In reading, computing, or communication* Only about fifty 

percent of the tasks required these skills [Q. 7g(l)l* 

L* Need to Minimize Training Time - the demand for workers In a^ 
given occupation which dictates a reduction In the amount of trainee 
preparation time to gain knowledge and abilities for satisfactory 
job performance. 

The results of the interviews Indicate that on-the-job training Is 
the best training method "when time for training is limited" [Q* 6c(2)] 
(Figure 3, Illustration L)* Further Interpretation of these results 
indicate that under most conditions the time needed to train the handi- 
capped trainees *is cons.1derably less when the training mode Is on-the-job 
training* One reason for this may be that some parts of classroom/laboratory 
and/or combination training are not immediately or totally transferable to 
the assigned job* 
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Number of Personnel to be Trained - the trainee space in the 
classroom/laboratory or on-the-job, that may be occupied at any given 
time and will not adversely affect trainee and instructor tme* use 
of equipment* materials, and facilities* 

In Figure 3, Illustration M, the results indicate that "A large 

number of trainees can best be trained" in a combination training setting 

[Q* 6a(2)j* But* instructor time, use of equipment* material and facilities 

are cost effective elements of the training program when the flow of trainees 

through a classroom/laboratory setting is large* and the cost advantage in 

an on-the-job setting may disappear when the work place is subjected to a 

large number of trainees* 

N* Passage of Time - the loss of knowledge and/or skill proficiency 
caused by the time interval between the completion of training and the 
initial performance on-the-job* 

The "least retraining" was required when the method of training was 
on-the-job [Q* 7f(6)], according to the results shown in Figure 3, Illustra- 
tion N* Although most of the handicapped trainees referred to in these 
interviews had poor retention of verbal and written communications* the 
majority of the jobs for which they were trained required manipulative 
task-orientations rather than cognitive* Therefore* within reasonable 
time limits* the handicapped trainees* upon job placement* were able to 
retain the ability to perform most tasks with an acceptable degree of 
success* 

0* Performance of Graduates - the comparative evaluation of workers' 
performance* based on their mode of training, to ascertain the best 
setting for specified skills to be developed* 
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In general, the results (Figure 3, Illustration 0) Identify combina- 
tion trainees (fifty-seven percent) were the "most competent auployees" 
[Q. 7e(2)]* The least competent were graduates wlio were trained In a 
classroom/laboratory setting. 

P* Persistence of Demand for Trained Personnel - the influence of 
long-term job market requirements for trained workers in a specified 
occupation. 

Fifty-four percent of the persons responding chose the combination 

training setting (Figure 3, Illustration P) as the "Best method when 

personnel are needed over an extended period" [Q, 6b(4)]. It appears 

that the respondents believed that the tasks of the job were best taught 

in a job-like situation regardless of the long-term job requirement for 

the trained worker* 

Q. Philosophy and Policy - the best values, concepts, and systematic 
efforts that are formulated from experiences, hearsay, and/or research, 
that are used by industries and schools to clarify and coordinate their 
beliefs and that are eventually Integrated Into the "official" practices 
of the Institutions concerned* 

The specific question [Q* 5c(2)l designed to provide Information 

about this criterion was: "Based on the policy of yoi^r organization the 

type of training preferred Is OJT: ; CL: ; COVB: ; NO PREFER- 

EMCE The results were fifty-nine percent of the respondents 

indicated that their organization ususally preferred a combination of 

classroom/laboratory and on-the-job training as the method of Instruction 

(Figure 3, Illustration Q)* 

R. Ports of Entry - the effect of local, state, or federal licensing 
agencies upon the pre-job entry training of workers* 
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In Figure 3, Illustration R> the "Method specified by a licensing 

agency or specific jobs" [Q* 7i(3)3 was on-the-job training, according 

to fifty percent of the respondents. The number of respondents (N=12) 

who replied to this question indicates that a large majority of the jobs 

for which the respondents provided training were not controlled by a 

licensing board or agency* Most of the handicapped graduates of the 

training programs covered by this study vjere employed in service activities 

associated with food and facilities or engaged in jobs whose task and work 

behavior patterns required the use of simple tools and limited communicative 

skills* These types of jobs were usually not licensed or controlled by 

government agencies. Therefore, the Ports of Entry criterion has limited 

application for determining whether on-the-job training or classroom/ 

laboratory instruction or a combination of the two provide the best setting 

for teaching the handicapped trainees a skill* 

Preferred Learning Modes - the training setting which is most 
preferred by the trainee to learn skills of the job. 

In response to the question* "Which training method is preferred by 

the trainees for learning the skills of the job?'' [Q. 8a(l)3> the educators 

and the employers who train persons with handicaps were in strong agreement, 

sixty-three percent of those responding* that the trainees preferred to 

learn by on-the-job training* Another interesting observation depicted 

in Figure 4, Illustration S, was that only five percent of the sixty 

respondents stated a preference for classroom/laboratory instruction* 

Therefore, it appears that most of the respondents' handicapped trainees 

attained greatest career satisfaction when they were able to work and learn 

on the job* The results of the study also seem to indicate that trainee's 
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preference for learning method should be taken into consideration when 

the circumstances permit, 

T* Prioi^ Experience - the Individual skills and kno>vledye acquired 
from previous training or work which are potentially transferable to 
the "new" behavior to be learned, 

Thfc results provide support for the id'*- that trainess who have these 
pre-training performance behaviors can best be trained in an on-the-job 
or a combination of on-the-job and classroom/laboratory settings [Q, 8d(2)]* 
The results in Figure 4, illustration T, Indicate that only five percent of 
the fifty-eight respondents chose a classroom/laboratory setting for main- 
taining or improving prior performance behaviors* It may be assumed, then, 
that in general, the respondents believed that prior experience of the 
trainees was job-specific and that basic cognitive skills were not very 
relevant for competent job performance. 

Quality Control - the degree of excellence in post-training job 
performance which is attributable to the type of training received* 

In Figure 4, Illustration U, the ''Average number of days for a trainee 
to produce work of acceptable quality'* [Q* 7h(2)] by training setting was 
sixty-three days for on-the-job, three hundred and thirty-six plus days 
for classroom/laboratory and on*^ hundred and tv/enty-eight days for combina- 
tion* 

V* lity of Atmosphere - the training setting where realism can 
best be cheated to be most like the work place. 

There v;as an indication on the part of the respondents that realism 

was required In the development of training programs for persons with 

handicaps* However, no one knew to what degree reality of atmosphere 

Improved the technical skills of the trainees* Although the survey did 
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not address directly the degree of effectiveness of this criterion, it 
is clear that seventy-two percent of the respondents do support the 
concept that reality of atmosphere {Figure 4, Illustration V) reinforces 
the learning of technical skills and "can best be creaved" in an on-the- 
job training setting [Q. 5e(2)]. 

W. Screening Device - the use of training as an assessment strategy 
to identify, train, hire, and/or promote persons with handicaps. 

In Figure 4, Illustratton W, the "Best method to evaluate a trainee 
for hiring and promotion" [Q. 5f{2)] was in an on-the-job training setting. 
Comnients by some respondents indicated that trainee strengths and weaknesses 
in relation to people and material things were mre readily assessed on-the- 
job than they were in a classroom environment. Therefore, they believed 
that security checks or physical/psychological examinations for assessing 
the reliability of the persons' performance in difficult situations were 
best accomplished in conjunction with on-the-job or combination training. 

X. Social/Hor' " Cohesiveness . Research of this criterion had been 
deferred to a future stucly. 

V. Solicitude - acts of pity or encouraged "dependency" which affect 
the social interactions of handicapped and nonhandicapped persons in both 
the training and work settings. 

This criterion was not tested during the face-to-face interview but it 

was included In the telephone interview {Appendix B), The results depicted 

in Figure 4, Illustration V, indicate that the educators and employers, 

grouped by their organizations' training setting, confirmed that they 

used this criterion OFTEN to ALWAYS. Fifty-four percent of the respondents 

whoare affiliated with organizations that use a combination training 

setting, thirty-one percent of the respondents from on-the-job training 
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Figure 2. Identified criteria and the preferred method of training (Illustrations A through I). 
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Figure 3* Identified criteria and the preferred method of training (Illustrations J through R) 
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Figure 4* Identified criteria and the preferred method of training (Illustrations S ^nroug;! AA)* 
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settings and fifteen percent from class oom/laboratory settings confirmed 

their use of the criterion* 

1. State of the Business Cycle - the extent to which the economy 
is able to support full employment for all those desiring work 
(Levitan & Taggart, 1977) • 

In Figure 4, Illustration Z, the results of the study indicated that 
"when the demand for workers is high" IQ* 6d(2)], training can best be 
supplied through either on-the-job (forty-four percent) or combination 
(forty-five percent) training settings* The study did not investigate, 
however, which method{s) of instruction would have been chosen for train- 
ing persons with handicaps when the need for labor diminishes* 

AA* Uniformity - the extent to which all trainees should accomplish 
like tasks m a similar manner* 

In Figure 4, Illustration AA, the results indicate the respondents 

believe that greater uniformity of trainee job/task performance can best 

be attained through on-the-job training [Q* 7c(2)3, Unfortunately the 

study did not explore the reasons why the respondents strongly believe 

OJT provides the best opportunity for standardization of training* One 

reason may be that the skills typically acquired in a classroom/laboratory 

setting do not mirror the tasks needed on the job* 

Research Questions and Hypothesis 

Research Question One * What criteria are currently used for deciding 
if the handicapped are best taught a skill on-the-job or best taught in 
a school-like setting? The analyzed data from both the first and second 
interviews were*used to identify these criteria. In the preceding section 
of this chapter twenty^five of the twenty-six criteria tested were identified 
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using the data from the first Interview and the twenty-sixth criterion. 
Solicitude, was identified using data from the second interview. 

The second interview questionnaire was designed to collect data which 
would permit the validation of criteria identified during the first inter- 
view. This questionnaire used a seven potnt, Likert scale, "7; Always Used'* 
through "1: Never Used", which permitted a Judgemental decision by the 
respondent for each criterion. The results of the second Interview are 
reported in Table 4* These data were derived by responses collected on 
the scale from point '*5: Often Used" through point "7: Always Used", and 
the frequency 1n which the criteria were chosen Is reported In percent. 
The data show that all twenty-six criteria were reported to have been 
used by these respondents when they participated In the selection of tha 
training settings for persons with handicaps. 
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Table 4 

Ranking Criteria by Use as Reported by Training Authorities 

N=51 



Re: No. Criteria* Rank (%) 



8 Evaluation 84 

4 Complexity 80 
7 Disabilities 76 

13 Number of Personnel to be Trained 76 

11 Instrumentality 75 

19 Preferred Learning Modes 73 
26 Uniformity 71 

1 Abilities and Aptitudes 69 

20 Prior Experience 69 

21 Quality Control 67 
6 Criticality 65 
3 Capability 61 

14 Passage of Time 57 

15 Performance of Graduates 57 

16 Persistence of Danand for Trained Personnel 57 

5 Costs 53 

2 Availability and Suitability of Physical Resources 51 

9 Frequency 51 

22 Reality of Atmosphere 49 

12 Need to Minimize Training Time 45 
25 State of Business Cycle 45 

17 Philosophy and Policy 41 

18 Po-ts of Entry 37 
24 Solicitude 37 
10 History and Pragmatism 33 

23 Screening Device 20 



* See pages 51 - 64 for descriptions. 
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Research Question Two . How do these criteria vary with type of handicap? 
To answer this question the data from the second interview were used. In 
Tables 5, 6, 7, and 8» using both the statistical and data analysis guide- 
lines which were followed to answer Research Question One and the cross- 
tabulation procedures outlined in the Statistical Package for the Social 
Sciences , the frequencies in percent are reported in rank order. 

Table 5 

Ranking Criteria by Use as Reported by Training Authorities Who Select 
the Training Setting for Persons with Phys i cal Handicaps 



N=10 



Re: No. 



Criteria 



Rank {%) 



11 

4 
7 
8 
13 

20 
26 
3 
6 

16 
19 
21 



Instrumentality 90 

Complexity 80 

Disabilities 80 

Evaluation 80 

Number of Personnel to be Trained 80 

Prior Experience 80 

Uniformity 80 

Capability 70 

Critical ity 70 

Persistence of Demand for Trained Personnel 70 

Preferred Learning Modes 70 

Quality Control 70 

Abilities and /^tibJdes ' 60 

Perfonnance of Graduates 60 

Reality of Atmosphere 60 

State of the 8usiness Cycle 60 

Need to Minimize Training Time 50 

Passage of Time 50 

Ports of Entry 50 
Availability and Suitability of Physical Resources 40 

History and Pragmatism 40 

Philosophy and Policy 40 

.Cost 30 

Frequency • 30 

Screening Device 30 

Solicitude 30 



15 

22 
25 
12 
14 
18 
2 

10 
17 

5 
9 

23 
24 



* See pages 51 - 64 for descriptions. 
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Table 6 

Ranking Criteria by Use as Reported by Training Authorities Who Select 
the Training Setting for Persons with Cognitive Handicaps 

N=20 



Re: No. Criteria* Rank (%) 



8 Evaluation 90 
7 Disabilities 85 

4 Complexity 80 

11 Instrumentality 75 

13 Nunter of Personnel to be Trained 75 

19 Preferred Learning Modes 75 
3 Capabil ity 70 

5 Cost 70 

9 Frequency 70 

14 Passage of Time 70 

21 Quality Control 70 
26 Uniformity 70 

1 Abilities and Aptitudes 65 

6 Criticality 65 

20 Prior Experience 65 

15 Performance of Graduates 55 

16 Persistence of Demand for Trained Personnel 55 

22 Reality of Atmosphere 55 
25 State of the 8usiness Cycle 50 

2 Availability and Suitability of Physical Resources 45 
18 Ports of Entry 45 

12 Need to Minimize Training Time 40 

17 Philosophy and Policy 40 
10 History and Pragmatism 40 

Solicitude 35 

6j Screening Device 10 



* See pages 51 - 64 for descriptions. 
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Table 7 

Ranking Criteria by Use as Reported by Training Authorities Who Select 
the Training Setting for Persons with Visual Handicaps 
N=14 



Re; Ko. Criteria* Rank i%) 



4 Complexity 86 

8 Evaluation 78 

1 Abilities and Aptitudes 71 

13 Number of Personnel to be Trained 71 

19 Preferred Learning Modes 71 
26 Uniformity 71 

11 Instrumentality 64 

15 Performance of Graduates 64 

20 Prior Experience 64 

6 Criticality 57 

2 Availability and Suitability of Physical Resources 57 

7 Disabilities 57 

21 Quality Control 57 

14 Passage of Time 50 

24 Sollritude 50 

3 Capatillty 43 

5 Cost 43 

12 Need to Minimize Training Time 43 

16 Persistence of Demand for Trained Personnel 43 

17 Philosophy and Policy 43 

22 Reality of Atmosphere 43 

25 State of the Business Cycle 36 

9 Frequency 28 
10 History and Pragmatism 28 

18 Ports of Entry 20 

23 Screening Device 21 



* See pages 51 - 64 for descriptions* 
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Table 8 

Ranking Cnteria by Use as Reported by Training Authorities Who Select 
the Training Setting for Persons with Audi tory Handicaps 

N=7 



Re; No. Criteria* Rank {%) 



1 Abilities and Aptitudes 86 

7 Disabilities 86 

8 Evaluation 86 

13 Number of Personnel to be Trained 86 

2 Availability and Suitability of Physical Resources 71 

4 Complexity 71 

9 Frequency 71 

11 Instrumentality 71 

16 Persistence of Demand for Trained Personnel 71 

19 Preferred Learr.ing Modes 71 

20 Prior Experience 71 

21 Quality Control 71 

3 Capability 57 

5 Cost 57 

6 Critical ity 57 

12 Need to Minimize Training Time 57 
26 Unlfonnlty 57 

14 Passage of JHe 43 

15 Performance of Graduates 43 

17 Philosophy and Policy 43 

24 Solicitude 43 

13 History and Pragmatism 28 

22 Reality of Atmosphere 28 

23 Screening Device 28 

25 State of the Business Cycle . 28 

18 Ports of Entry 14 



* See pages 51 - 64 for descriptions. 
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Tables through 8 report the criteria by rank* The most used criteria 
has the highest ranking percent* Evaluation appears to have been the tnost 
used across all categories of handicap, and the Number of Personnel to 
be Trained the second most used. Screening Device appears to have been 
the least used* The conditions of handicap appear to influence the use of 
criteria, but to what degree Is not apparent* The extent to which the 
use of the criteria are influenced by the condition of handicap will be 
deferred for futura research. 

Research Question Three * How should these criteria and their use be 
modified to increase client competence? The results reported in Tables 5 
through 8 clearly amplify the need fcr the individualized use of the 
criteria by condition of handicap* The investigators believe there is 
a need for a larger population of respondents to confirm these results, 
however, the information which has surfaced from this study strongly 
suggests that each criterion should be used when selecting the training 
setting for the vocational development of handicapped persons* 

R esearch Hypothesis One . To develop job competencies for persons 
with handicaps, . e training settings which authorities choose most 
frequently will bt ** combination of training settings, e.g., classroom/ 
laborat^*7 instruction succeeded by on-the-job training or in conjunction 
with on-the-job training* In Figures 2, 3, and 4 it appears that on-the- 
job training was selected most frequently {fourteen selections) and a 
combination of training settings was a very close second {eleven selections)* 
Therefore, the hypothesis is apparently false* 
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Worker Study 

This section summarized in nine sub-sections the findings of this stucly* 
The data reported are sufficient to test the research hypothesis two and 
answer the research questions* The first two sub-sections will provide 
a detailed description of the respondents and the characteristics of the 
training programs which prepared them for their current jobs* Sub-sections 
three, four, five, six, and seven report information which provided the 
bases for answering research cjuestions one through six, respectively* 
Sub-section eight addresses the research hypothesis and sub-section nine 
reports the identification of job placement criteria* 

The study used a small population which permitted only a limited 
test of operational, statistical, and analytical procedures* There- 
fore, the results reported herein should be weighed with that factor in 
mnd. 

Respondents ^ The respondents for this study were twenty-six of 
Mxty-seven persons identified and nominated by two advocate agencies 
for the handicapped in Champaign County* Illinois* Both agencies, by 
joint agreement with the investigator, extended invitations to the 
nominees* However, confidentiality cont'^ls of client records precluded 
the screeninp of respondents. Therefore, the infonnation which was made 
available to the investigator was limltej to the names and addresses of 
only those respondents who agreed to participate, after initial contact 
had been made by the nominating agencies concerned. Five of the nominees 
were queried by one of the nominating agenci^^s 1n person because these 
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nominees were suspected to have literacy deficits* Sixty- two nominees 
were mailed formal letters by the second nominating agency with a letter 
from the investigator and an enclosed self-addressed post-card. If the 
recipients of these letters agreed to participate In the study, they were 
requested to return the post-card, signed, to confirm their agreement* 
Eventually, twenty-four of the latter group and two of the first group 
agreed to participate, in the study, population N=26* From the time of 
the initial contact (with the first of four agencies queried) to the final 
interviews, a period of ten months and five days had elapsed. 

Ill Figure 5 the respondents' county of employment Is reported. 
Thirteen of the respondents were employed in Champaign County; Cook 
and Sangainon Counties were each represented by three respondents; DuPage 
and Vermillion Counties were each represented by two respondents; and 
Kankakee, Rock Island, and Hacon Counties were each represented by one 
respondent. 

The respondents' demographic profile is reported by frequency data 
and job complexity. The twenty-six respondents were divided Into two 
groups based on the complexity of their occupations, i.e*, "most complex" 
and "complex." This division was suggested by the results from Phase I 
which reported that vocational competencies of handicapped persons are 
developed In three categories: the complex, the less complex, and the 
easy to learn* Therefore, the Investigators were curious to see if the 
respondents' complexity of occupation made a difference In the content of 
the data collected. Thirteen respondents were assigned by the investigator 
to the ''most complex" category, and thirteen were assigned to the "complex" 
category* 
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Figure 5, Respondents' location of employment {Worker Study)* 
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The profile includes: first, the job identity of respondents (iden- 
tified by the first six digits of the Dictionary Occupational Titles ' Code 
and the job label); second, their mean age; third, their sex; fourth, 
their ethnicity; fifth, their type of impairment; sixth, their education/ 
training for their current employment; seventh, the respondents' family 
income during their period of dependence; eighth, the time in the respon- 
dents' life and employment cycle that their handicapping condition occurred; 
ninth, identification of pre-job anployment experience; and tenth, respon- 
dents' viev/s of which factors influenced their decision to be self-supporting 
and independent. {Note: parenthetical figures identify the respondents 
who did not participate in the second interview.) 



Most 

Descriptor Complex Complex 

1. Job {6-digit code & label) 

005 061 Civil Engr • 1 

076 107 Speech Path 1 

090 227 College Fac. Mbr 1 

091 227 Secondary Ed. Tchr 2 

094 227 Special Ed. Tchr 1 

099 167 Certification Select. Sp 1{-1) 

110-117 Corporate Lawyer 1 

159 117 Radio & TV Producer 1 

160 167 Budget Accountant 1 

165 067 Public Relations Sp 1 

169 167 Office Manager 2 

183 117 Production Supt 1 

195 107 Case/Social Worker 3 

202 132 Transcription Seer. & Office 

Manager 1 

210 367 Account-Information Bookkeeper . . 1 

213 685 Data Processing Operator 2 

249 367 Evaluator '. 1 

260 357 Agr. Cmsn. Agent Tt-l) 

274 357 Bldg. Equip. & Sup. Mar 1 

323 687 Housekeeper (Cleaning} 1(-1) 

929 587 Nut-Bolt Assembler 1 
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Most 

Descriptor Complex 

2. Age (years) 

Mean 39 

Range 28-46 

3. Sex 

Female 5 

Hale 8 

'4. Ethnicity 

European - American 12 

Indo - Aryan - American 1 

5. Impairment 

Physical 11 

Cognitive 

Visual 

Multiple 2 

6. Education/traininj for 

Current employment (mode) 

Post-secondary (Classroom/Laboratory) . 1 
Post-secondary &Work Site (Combination). 11 
Secondary & Work Site (Combination) . . 
Work Site Classroom/Laboratory & 

Work Site (Combination) 

Work Site (On-the-Job) 1 

Sum total of training settings: 

On-the-Job 1 

Classroom/Laboratory ... 1 

Combination 11 

7. Family income during 

Dependency. (in thousands of dollars) 

Mean <28 

Range <1 0-^60 

*Note: N= 12 for these statistics. 



Complex 



38 

28-50 



4(-l) 
9(-2) 



13(-3) 



10(-2] 
2(-l] 



1 

7(-l) 

K-i) 

2 

2(-l) 



2(-l) 
1 

10(-2) 



<27* 
< 5-^60* 



8:-} 
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Most 

Descriptor Complex Complex 

8. Occurrence of condition 

In life 

Birth 3 5{-3) 

Pre-adolescence 2 4 

Adolescence 4 4 

Post-adolescence 4 

In employment 

After employment 1 3 

Before employment 12 10{-3) 

9. Pre-job employment experience 

Part-time employment 10 13{-3) 

10. Factors which influenced 

the attainment of independence 

self-perception of ability 2 6{-2) 

encouragement to work 1 1 

negative comments by others 1 



encouragement by training authorities . 1 
encouragement by family members .... 8 6{-l) 

The workers who were trained in combination settings, classrooin/laboratory 
and on-the-job, are the dominant respondents. Consequently, the data 
collected may be biased by their affiliation with that method of training. 

Characteristics of Respondents' Traininci Programs . The respondents* 
descriptions of their respective training programs were obtained from 
data collected during the first interview. These descripticns are 
reported in this section as the "characteristics" of their training 
programs. Using eight of the criteria [which are referenced (Re:) by 
number and described in Chapter 11] as description titles, the^character- 
istics of the training programs are identified using abbreviated questions 
from the first interview questionnaire. The respondents' identification 



of the characteristics of their training programs are indicated in per- 
cent, based on the population, N-26, in the column titled "Agreement." 



1. Re: SZ. Availability and Suitability of Physical Resources 

a. [My . . .] equipment and facilities vjere the 

same or better than the job setting. r 
[Q. #6d(l)] 85 

b. [My . . .] training tasks and job behaviors 

were generally identical. [Q. i?6d{2)] ... 77 

c. [Hy . . .] best physical resources for 
training were: [Q. SF6d{3)] 

On-the-Job 50 

Classroom/Laboratory 15 

Combination 35 

Re: #3. Capability 

a. [My . . .] on-the-job instruction was con- 
sidered current. [Q. T6b{l)] 77 

b. [I'ly . . .] on-the-job instructors vjere gen- 
erally qualified. [Q, ^6b(3)] 73 

c. [My . . .] classroom/laboratory instruction 

v/as considered current. [Q. F6b(2)] 62 

d» [My . . .] classroom/laboratory instructors 

were generally qualified. [Q. ^6b(4)j .... 62 

3. Re: if9. Frequency 

[The] behavioral skills [which I] learned were 
generally required on the job. [Q. #8a(2)] ... 77 

. 

4. Re: #11. Instrumentality 

[The] essential generic skills [for me] to learn 
job competencies were: (Q- #5f) 

1. Hath 

a. Read 92 

b. Write 100 

C. Count 92 

2. Communications 

a. literal comprehension 92 

b. Organize ideas 92 

C. Express or speak fluently 92 

'Jl 
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Descriptor Agreement (%) 

5. Re: #12. Need to Minimize Training Time 

[The] average number of months [for me] In 
training to obtain sHlls for the job: 
[Q. 0c(l)] 

Mean: 39 months 

Range: 1-119 months 96 

6. Re: #13. Number of Personnel to be Trained 

[The] average number of trainees In training 
[with me] at one time: [Q. r7a(l)] 

Mean; 100 

Range: 1-650 77 

7. Re: #23. Screening Device 



I was] screened before completing training. 
Q. #8f{l)] 81 



8. Re: #27. Uniformity 



Minimum emphasis was placed on [my] behavior 

being uniform. [Q. i?8c{l)] 57 



Research Question One . What criteria do handicapped workers report 
were used for deciding the training setting for development of their job 
competency? To ansvrer this question the data collected with the second 
interview questionnaire on the scale "7-Always Used to 1-Never Used" were 
analyzed. This analysis is reported in Table 9 from responses collected 
on the scale In categories; 5-Often Used; 6-Very Often Used; and 7- 
Always Used. 

The frequency In which the criteria were used by the respondents' 
training authorities are ranked in percent. It appears that all twenty- 
six criteria were used to some degree when the training ?etting was 
selected for this group of respondents. 
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Tabl e 9 

Percent Rankings of Criteria by Use During the 
Selections of the Workers' Training Settings 

N*23 



Re: No. Criteria* % 



1. Abilities and Aptitudes 65 

8. Evaluation • 65 

10. History and Pragmatism 65 

4. Complexity 57 

17. Philosophy and Policy 57 

7. Disabilities 52 

11. Instrumentality 52 

16. Persistence of Demand for Trained Personnel 52 

25. State of the Business Cycle 52 

5. Costs 48 

9. Frequency 48 

20. Prior Experience 48 

21. Quality Control 48 

22. Reality of Atmosphere 48 

26. Uniformity 48 

13. Number of Personnel to be Trained 43 

15. Performance of Graduates 43 

18. Ports of Entry 43 

3. Capability 34 

6. Critical ity 34 

19. Preferred Learning Modes 34 

23. Screening Device 34 

14. Passage of Time 30 

2. Availability and Suitability of Physical Resources ... 23 

24. Solicitude 23 

12. Need to Minimize Training Time 13 



* See pages 51-64 for descriptions. 

Re search Question Tvjo . How do these criteria vary with type of 



handicaps (approximately this research question will be considered 



Research Questions Three and Four . How do these criteria vary 
with the level of complexity of training, and how do these criteria' 



In a future study. 
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vary with the job for which trained? To answer these questions the in- 
vestigator assumed that the training settings which were reported by the 
respondents led to their current jobs* Therefore, the respondents identi- 
fied to be in the most complex jobs v/ere presumed to have been prepared 
for their jobs in training settings where the subject content was 'Wst 
complex." Alsoj it v/as presumed that the respondents identified to be 
in the complex jobs ivere prepared in training settings where the subject 
content was "complex," In Table 10 using data collected in the second 
interview on the scale 7-Alv/ays Used to l-Hever Used, the calculated 
means of each criterion are compared by two groups of respondents: the 
most complex job group and the complex job group. The mean difference 
between each criterion of the two groups has been calculated and ranked* 

The data show that nineteen of the criteria v/ere more frequently 
used for the most complex job group than for the complex job group, when 
their training settings were chosen, and seven of the criteria were more 
frequently used for the complex job group* However, since the jobs of 
these respondents were far above average in complexity and their responses 
to questions appeared to show that the two groups came from two popula- 
tions with unequal means and unequal variances, a t-test was conducted 
to see if there was a sitjnificant difference between the two groups' 
n^ans. The results were; the t-score for the difference was plus 3*38359 
for a two tailed test at the ^003 level with 25 degrees of freedom* There- 
fore, the investigator's hypothesis was tenable* One of three messages 
may be implied by these results* First, the majority of the criteria 
we more frequently used for making decisions about the training settings 
for persons who were preparing for entry into more complex jobs, or second. 
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Table 10 

Ranked Mean Difference on the Use 
of Criteria by Complexity of Job 
N=23 



Job 







Most 




Mean 


Re: No. 


Cri ten a* 


Compl ex 


Complex 


Difference 


8. 


Evaluation 


6.00 


4.10 


1 90 


22. 


Realitv ftf AtmosDhere . . - . 


5.00 


3.40 


1 60 


17. 


PhilosoDhv and Policv • • • • 


5.38 


3.80 


1 58 


16. 


Persistence of Oemand for 










Trai ned Personnel 


5.15 


3.70 


1 45 


3. 


Caoabil itv 


4.08 


2.90 


1 18 


18. 


Ports of Entrv 


4.46 


3.40 


1 06 


6. 


Criticalitv 


4.62 


3.60 


1.02 


4 


fomnl pyi fv 


5.08 


4.10 


98 


c 

Dm 


Prtc 


4 31 


3 40 




1 


Abilit-ies and Antitudes 


5.15 


4.30 


85 




*!ol"i tlldP 


3.38 


2.60 


78 


21 


fliiril i fv frtnf ml 


4.62 


4.00 


.62 


7. 


Disabilities ; 


. 4.69 


4.10 


.59 


25. 


State of the Business Cycle . 


4.61 


4.10 


.51 


15. 


Perforinance of Graduates . . . 


. 3.85 


3.40 


.40 


2. 


Availability and Suitability 










of Physical Resources . . . 


. 3.77 


3.40 


.37 


14. 




3.31 


3.00 


.31 


20. 




4. 46 


4.20 


.26 


26. 




4.15 


4.10 


.05 


23. 




2.85 


3.00 


-.15 


9. 




4.08 


4.40 


-.32 


13. 


Number of Personnel to be 












. 3.85 


4.20 


-.35 


19. 


Preferred Learning Modes . . . 


. 3.46 


3.90 


-.44 


11.. 




. 4.08 


4.70 


-.62 


10. 




. 4.46 


5.20 


-.74 


12. 


Need to Minimize Training Time 


. 2.62 


3.40 


-.78 



* See pages 51-64 for descriptions. 



persons in the most complex job group are far more aware of what criteria 
were used when their training settings v;ere chosen, or third, the complex 
job group members were not considered as "special folks" and therefore 
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received fewer "strokes*' that the most complex group members when their 
training settings were chosen. 

Research Question Five . What modifications to these criteria are 
recommended and why? Using data from the second interview questionnaire, 
the ;osponses are compared between the two scales, i.e*, the scale 7- 
Always Used to 1 -Never Used, is compared with the scale 5 -Always Used 
to 1 -Never Used* In Table 11 the ranked percent of total responses which 
were recorded In the 5 -Often Used, 6 -Very Often Used, and 7 -Always 
Used on the scale 7 to 1 and the percent of total responses which were 
recorded in the 4 -Often Used and 5 -Always Used on the scale 5 to 1 
are compared* A positive difference between the two responses indicates 
that the respondents believed there was a need for more frequent use of 
the criterion in question. A negative difference indicates that less 
emphasis should be given to this criterion* A null indicates that the 
criterion was used appropriately* The responses indicate that the respon- 
dents believe there is a need for a greater emphasis of the criteria as 
ranked, when training settings are chosen* That is, there is a need for 
greater emphasis on seventeen of the criteria {Re: ho* 2, a 42% difference 
to Re: No* 24, a 4% difference) and a lesser need for seven of the criteria 
(Re: Ho* 12, a -4% difference to Re: 10, a -31!£ difference)* The investi- 
gator believes the cited seventeen criteria were seldom considered when 
the training settings for these workers were chosen. 

Research Question Six * Which method of training do handicapped 
workers feel had the greatest positive influence upon individual place- 
ment or opportunities for advancement? Using three of the criteria 
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Table H 

Ranked Percent Difference: 
Criteria Used and Criteria Which Should Have Been 
Used When Selecting the Training Settings 
N=23 



Responses in Percent 

Should % 
Re: No. Criteria* Use Used Difference 



2. 


Availability and Suitability of 










Physical Resources 


65 


23 


42 


19. 




74 


34 


40. 


3. 




70 


34 


36 


6. 




70 


34 


36 


9. 




83 


48 


35 


15. 




78 


43 


35 


ro. 




78 


48 


30 


26. 




78 


52 


26 


21. 


Quality Control 


74 


48 


26 


8. 




87 


65 


22 


14. 




52 


30 


22 


22. 




65 


48 


17 


13. 


Number of Personnel to be Trained . 


57 


43 


14 


4. 




70 


57 


13 


16. 


Persistence of Demand for Trained 












61 


52 


9 


7. 




57 


52 


5 


24. 




26 


22 


4 


1. 




65 


65 


0 


26. 




48 


48 


0 


12. 


Need to Minimize Training Time • • • 


9 


13 


-4 


23. 




30 


34 


-4 


5. 




43 


48 


-5 


18. 




34 


43, 


-9 


25. 


State of the Business Cycle . . . . 


43 


52 


-9 


17. 




43 


57 


-14 


10. 




34 


65 


-31 



See. pages 51-64 for descriptions. 



and their associated questions from the questionnaire used in the first- - 
interview, the respondents' opinions on this topic were obtained and-are 
reported In Table 12. 
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Table 12 

Training Settings with Greatest Influence 
Upon Job Placement and Advancement 



Method of Training 

Criteria Q. # OJT CL C0t4B 

N= % % % 

1, Re: #5. Costs 
N=26 

Most preferred setting 

for current job? 6a{2) 27 8 65 

2* Re: #10. History and Pragmatism 
Recoinnended setting 

to enter current job? . . . 6g{3) 23 12 65 

w Re: #15. Performance of Graduates 
N=23 

Setting preferred to 
attain wage increase 

or promotion? 8c{3) 48 9 43 



The data support the use of a combination of training settings for 
gaining job placeinent, but there appears to be little difference betv/een 
combination and on-the-job training for gaining promotions, whether 
monetary or position. 

Research Hypothesis . The research hypothesis was: . . persons 
with handicaps who have attained tenure and are in prime jobs, i.e., 
jobs which lead to promotion and career progression, will report that 
they received training in a combination of training settings, e.g., 
classroom/laboratory instruction succeeded by on-thepjob training or in 
conjunction with on-the-job training. In Table 13, the Investigator 
reports by frequency distribution that nineteen of the twenty-one jobs 
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Table 13 

Identification of Training Settings 
Which Led to Prime Jobs 
N=24 



Training Setting (f) 



Prime Jobs OJT CL COMB 



005 061 Civil Engineer 1 

076 107 Speech Pathologist 1 

090 227 College Faculty Henber 1 

091 227 Secondary Education Teacher . . 1 1 
094 227 Special Education Teacher ... 1 

099 167 Certif. Select. Sp 1 

110 117 Corporate Lawyer 1 

159 117 Radio & TV Producer 1 

160 167 Budget Accountant 1 

165 067 Public Relations Sp 1 

769 167 Office Manager . 1 1 

183 117 Production Supt ^ 1 

195 107 Case/Social Worker 3 

202 132 Transc. Seer. & Ofc. Mgr. ... 1 

210 367 Account- Information Bookkeeper . 1 

213 685' Data Processing Operator .... 2 

249 367 Evaluator 1 

260 357 Agr. Cinsn. Agent 1 

274 357 Bldg. Eqp. & Sup. Mgr 1 



Total; 3 2 19 



would lead to promotions and career progression. • All twerty-one jobs 
were researched in the Occupational Outlook Handbook, 1978-79 Edition 
and the Dictionary of Occupational Titles , and the cited nineteen were 
deemed by the investigator to be jobs that would fit into existing. . 
career, progression patterns and would lead to promotions in the work 
place. The potential" career progression patterns were determined by 
ranking in numerical order, the heirarchy of jobs by complexity and occu- 
' |>ational group arrangement. First, an experienced personnel management- - 
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Specialist ranked each occupation by group code {first three digits). 
Second* he ranked each occupation by complexity of functions {second thr'ee 
digits). These rankings provided a job ladder with a job-family arrange- 
ment* This arrangement permitted the investigator to compare within group 
relationships* to identify entry-level occupations, and to identify job 
linkages outside the occupational group which each v/orker could enter 
or transfer to based on their current skill inventory. 

This table reports that nineteen (79%) of the prime job holders 
were prepared for their current jobs in a combination of training settings* 
Three {13^) of these respondents were trained in on-the-job settings, and 
two (8%) vjere trained in a classroom/laboratory setting* Therefore, the 
hypothesis appears to be tenable. 

Job Placement Criteria . Throughout this study the investigator 
focused on identifying the criteria that were used by the respondents' 
training authorities for determining placement in a specified training 
setting* However, the investigator believed that it was also pertinent 
to identify some of the criteria which the respondents used to guide 
their job selection process* Therefore* in Section 9 of the first inter- 
View questionnaire, items viere formulated to answer the questions: {T) 
Who am I?, (2) What were my needs?, and {3) What strategies did I use 
when seeking a job? The answers to these questions would identify the 
basic criteria which have been commonly used to guide the job seekers 
selection process (Herr & Cramer^ 1979)* In Table T4, the responses to 
these questions are ianked in percentages* 

The data show that these respondents considered their ability to 
perform and their interest in the job to be more important than their 
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Table 14 

The Values Placed on Job 
Placement Criteria 
N=^26 



Criteria % 



1. Who am I? 

a. Ability 81 . 

b. Interest 77 

c. Aptitude 65 

2. What were my needs? 

a. Independence 85 

b. Economic 77 

c. Geographic stability . . 58 

d. Job accessibility 58 

e. Fill self-perceived rc^e 54 

f. Career advancement 50 

g. Career stability 50 

h. Family needs 39 

i. Social interaction 39 

j. Job> fringe benefits 23 

k. Fill rcle of someone admired 15 

1. Fill role of an ideal person 12 

m. ^ Social conformance 12 

3. What strategies did I use when seeking a job? 

a. Personal contact vnth employer 63 

b. School placement agency " 17 

c. Media or training authority 8 



aptitude for performing the Job. Second, their desires to be indepen- 
dent and self-supporting are their greatest needs. And third, they 
believe that the best strategy for seekinga job is through personal 
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Advocate Stud y 

Respondents 

The thirty-five participants in this study were professional people 
associated with work-study and classroom/laboratory training, vocational 
education administration and counseling, and curriculum planning and 
research in the training of persons with handicaps* The number of persons 
by state and place of employment were: twelve from the Coimtonwealth of 
Pennsylvania; seven from the District of Columbia; three from California, 
Ohio and Oregon; two from Delaware; and one each from Kansas, Michigan, 
New Hampshire, New Jersey and New York (see Figure 6). Fourteen of the 
thirty-five participants reported prior experience with handicapped 
persons. The participants' experiences by condition of handicap v/ere 
five with physical, seven with cognitive, one with vi5ual, and one with 
auditory* 

Results of Survey 

The information reported In this section was derived from data collected 
at national and state professional education conferences or "Invited" 
seminars* The participants had been asked to choose the criteria which 
they believed should be used when selecting the training setting for 
persons with handicaps* Their choices of criteria are reported In Table 15* 
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Table 15 

Advocates* Ranking of Criteria Which Should 8e Used 
When Selecting the Training Setting 
N=35 



Re: No, Criteria* % 



8 Evaluation 88 

21 Quality Control 86 

13 Number of Personnel to be Trained 83 

11 Instrumentality 80 

22 Reality of Atmosphere 80 

2 Availability and Suitability of Physical Resources 77 
1 Abilities and Aptitudes , 71 
7 Disabilities 71 

15 Performance of Graduates - 71 

5 Cbst 68 

16 Persistence of Demand for Trained Personnel 68 

19 Preferred Learning ttodes 63 
4 Complexity . 60 

3 Capability 57 
18 Ports of Entry 57 

6 Criticality 54 

12 Need to Minimize Training Time 48 
26 Uniformity 48 

9 Frequency 43 

24 Solicitude ' 43 

14 Passage of Time 40 

17 Philosophy and Policy 37 

20 Prior Experience 37 

23 Screening Device 34 

25 State of the Business Cycle 34 
10 History and Pragmatism 26 



* See pages 51^ 64 for descriptions* 

The participants in this study appear to have ranked many of the criteria 
in patterns which are similar to those reported in the Authority and Worker 
Studies* For example; Evaluation and Instrumentality are at or near the 
top of the rankings in each study, and History and Pragmatism and Screening 
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Device are at or near the bottom* Further discussion of these results 
v/ill be addressed In Chapter V* 

Summary 

In this chapter the results of three sub-studies were reported in 
relation to: virst, the demographic data of the respondents; second, 
the nine research questions; and third, the two research hypotheses. Data 
vtevB presented to test eight of the nine research questions and both of 
the hypotheses* At the close of the chapter there appeared to be similar 
ranking patterns of criteria in each sub-study, and it was clear that 
most of the revised criteria were considered to have been used or should 
have been used tn the selection of the training settings for persons with 
handicaps* 



CHAPTER V 
DISCUSSION 

The purposes of this study were threefold. First, to gain expert 
opinions about the characteristics of the training settings which were 
selected for persons with handicaps. Second, to obtain these opinions 
from training authorities and "impaired" workers. Third, to test the 
revised Evans et al* criteria and ascertain if the interviavcd respondents 
perceived that these criteria were or should have been used when the 
training s^ettings were chosen for the vopational development of handicapped 
persons* This 'preceding chapters of this report presented the following. 
Th9 first chapter provided the background and statement of the problem 
and the identification of research questions and the research hypotheses 
to be tested. In the second chapter, there was a review of the literature 
which addressed barriers that hinder the training of persons with handicaps, 
roles of persons with handicaps in contonporary society and an indepth 

discussion of the criteria which were assessed In this study* The third 

' — ...... ^ 

chapter provided information about the design* method and procedures used 
in the conduct of the study, and Chapter Four reported the results* This 
chapter will summarize the study, report conclusions based on the study, 
and provide recommendations for future research* 

Summary * In three sub-studies; Authority, Worker, and Advocate, the 
research was directed toward gathering information about the criteria that 
were believed to have been or should have been used for selecting the 
training setting for persons with handicaps* 
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In the Authority Study sixty-two training authorities were interviewed 
on two different occasions* First, in a Yace-to-face interview a profile 
of the training settings which were used for the training of persons with 
handicaps was described, and these critena used for the selection of the 
training setting were identified. Second, in a telephone interview, fifty- 
one of the sixty-two respondents validated their use of the criteria. The. 
information derived from these interviews provided three major results* 
First, on-the-job training and a combination of training settings were 
considered the two most appropriate methods to be used for the vocational 
development of persons with handicaps* Second, eighteen criteria were 
validated by more than fifty percent of the respondents to have been OFTEN 
to ALWAYS USED in the selection of the training settings* These were, in 
order of frequency of use: 

Eval uati on 

Compl exity 

Disabilities 

Number of Personnel to be Trained 
Instrumentality 
Preferred Learning Modes 
Uniformity 

Abilities and Aptitudes 
Prior Experience 
Quality Control 
Criticality 
Capability 
Passage of Time 
Performance of Graduates 
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Persistence of Demand for Trained Personnel 
Cost 

Availability and Suitability of Physical Resources 
Frequency 

Thirdj four criteria were reported by more than seventy percent of the 
respondents (under each condition of handicap) to have been OFTEN to ALWAYS 
USED in the selection of the training setting (see Tables 5, 6, 7 and 8)* 
These were in alphabetical order; 

Complexi ty 

Evaluation 

Number of Personnel to be Trained 
Preferred Learning Modes 

The research in the Worker Study was directed toward gathering information 
about the criteria that were believed to have been used for selecting the 
training setting of "impaired" workers* All twenty-six of these workers lived 
and worked in the state of Illinois and had been employed for twenty-four 
consecutive months or longer in their current employment* The majority of 
these respondents were workers with physical impairments* The respondents* 
occupations were viewed as the independent variable* The training settings 
and the identified criteria were viewed as the dependent variables. The two 
control variables were viewed as dependent variables* The two control vari- 
ables were viewed as handicap condition and tenure* 

There were fi^ve major results from this study* First* nine criteria 
were reported by more than fifty percent of the respc idents to have been' 
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OFTEN to ALWAYS USED in the selectton of their training settings. These 
were* in order of frequency of use; 

Abilities and Aptitudes 

Evaluation 

History and Pragmatism 
Complexity 

Philosophy and Policy 

Disabilities 

Instrumentality 

Persistence of Demand for Trained Personnel 
State of the Business Cycle 

Second* eight criteria were considered to have been Less Frequently 
Used since only thirty-four percent or less of the respondents identified 
their use to be OFTEN to ALWAYS USED. These criteria were: 

Need to Minimize Training Time 

Sol icitude 

Availability and Suitability of Physical Resources 

Passage of Time 

Screening Device 

Preferrec Learning Modes 

Criticality 

Capability 
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Third, twelve criteria which respondents believed Should Have Been 
Used More Frequently were : 

Availability :ind Suitability of Physical Resources 

Preferred I. /ning Modes 

Capability 

Critical ity 

Frequency 

Performance of Graduates 
Prior Experience 
Instrumentality 
Quality Control 
Evaluation 
Passage of Time 

Two important observations should be noted here. First, two of the 
nine criteria appearing in the first group (which identified those criteria 
which had been used in the selection of the respondents' training settings) 
also appeared in the above Should Have Been Used More Frequently group. 
They were Instrumentality and Evaluation. Second, five of the eight cri- 
teria which were reported as having been less frequently used also appeared 
in the Should Have Been Used More Frequently group . These were Availability 
and Suitability of Physical Resources, Preferred Learning Modes, Capability, 
Criticality, and Passage of Time* 

The fourth major result of this study suggested that both the "complex" 
and "most complex" job competencies were most frequently developed in set- 
tings which were a combination of classroom/laboratory and on-the-job 
training* 
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The fifth major result of this study suggested that a twenty-eighth 
criterion has been potentially identified, i.e., the Job Selection Proces s 
should be considered since it guided the respondents of this stucjy into 
eventual Job placement and was comprised of (a) a self-appraisal of their 
ability, interest, and aptitude, (b) a recognition of needs (independence, 
economic, geographical stability, job accessibility, fulfillment of self- 
perceived role, career advancement and stability, etc.), and (c) job 
seeking strategies (direct contact with employer, use of school placement 
agency, and/or media and training authorities). 

The Advocate Study was an attempt to obtain an additional set of 
observations and assessments of the criteria. The thirty-five participants 
in this stucjy were surveyed at national and state professional education 
conferences or "invited" seminars* The results of this study, when 
compared with the Authority and Worker studies, provides a major result. 
Comparing Tables 4, 11 (Column: "Should Use") and 15, the following patterns 
were observed. The Authority Study, Table 4» and the Worker Stucjy, Table 11 
("Should Use"), when compared, show the selection of the followingcriteria 
by more than seventy percent of the respondents ^ 

Complexity 

Evaluation 

Preferred Learning Modes 
Uniformity 

By comparing the Worker Stucjy, Table 11 ("Should Use") and the Advocate * 
Study, Table 15» a different set of patterns are observed. Seventy percent 
of the respondents" in these two groups" chose^ the following criteria:" 
Evaluation 

ft 

iii 
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Perfomance of Graduates 
Quality Control 

When comparing selections between Advocate and Authority studies (Tables 4 
and 15), seventy percent of these respondents chose the foliating criteria; 

Disabilities 

Evaluation 

Instrumentality 

Number of Personnel to be Trained 

When the three sub-studies are compared, based on seventy percent of the 
responses, the criterion Evaluation was unanimously chosen* 

Conclusions . Several conclusions can be drawn based on the results" of 
these studies* The Authority Study : First, the three modes of training 
discussed in this report are affected significantly by the tone of social 
interaction among the three principal members of those settings; (1) trainer 
vs. trainee, (2) peer group vs* trainee, and (3) trainer vs* peer group* 
A cohesive group in a learning setting is composed of members who work 
together for a common interest and are willing to participate in group 
tasks and experiences that normally include the anxieties and frustrations 
which accompany knowledge processing in human skill development (Stancato, 
1979)* When training handicapped students for a vocation, the training , setting 
has been complicated by the training authority's lack of knowledge about how 
best to develop the learning environment to create the nrost effective climate 
for instruction and learning (Bottoms & Scott, 1976). Therefore, training- 
authorities"shou1d'be Ware of ThVnonc^^ potentialities of the "alien" 
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training setting that is conceived and populated primarily by the nonhandi- 
capped with their own (nonhandicapped) values and mores for the training 
of persons with handicaps (VJeisman, 1976)* The investigators concluded 
that these "interactions" must be assessed before selecting the training 
setting* Consequently, Social Cohesi veness/Work Adjustment is identified 
to be the twenty-seventh criterion* Second, the training setting chosen 
for the vocational development of persons with handicaps must be thoroughly 
evaluated if the Intended goal of the training is job placement* Similarly, 
the individual to be trained must be thoroughly assessed* The criteria 
identified and quantified in this study provide the professional practioners 
who manage and develop vocational programs for persons with handicaps "a means 
to measure the advantages nnd disadvantages of each mode of instruction* 
Now, the method which is the most effective and relevant to the trainee 
are potentially answerable* 

In the Worker Study several conclusions can be drawn* First, in this 
study the respondents were not the "disabled" or "handicapped" workers who 
are typically reported in the professional literature as clients or workers 
difficult to place in schools and/or the work place* These workers my be 
"impaired" in the public eye, but they have demonstrated their ability, 
zeal and perseverance to perform to the same work standards as their non- 
handicapped coworkers. 

Unfortunately, the identification of the factors In their lives which 
Were sufficiently significant to bring them to this juncture goes beyond the 
design of this study. However, the investigator has the opinion that all 
twenty-six respondents^had-several common threads runninn through their 
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backgrounds; {!) a strong family support system, (2) an impairment which 
was not allowed to '*up-stage" their ability to perform, (3) a strong desire 
to work, (4) self-confidence, and (5) an understanding of the efficacy of 
work. Many of these variables were identified by Kolstoe (1961) as 
psychological and work habit variables which lead to success in obtaining 
and keeping Jobs. 

Second, the training settings- for these workers were far above average. 
There appeared to be strong linfcages from the training setting to the 
work place because of the physical resources and capabilities provided by 
the training or education agency or because of the workers self-initiated 
learning experiences. Whichever source of training provided the linkage, 
the important fact was that most workers believed the preparation for their 
current employment occurred in a "combination" setting* It could be 
presumed that their employer was willing to hire them because they could 
correctly perform the job tasks of the position prior to job entry* 
Consequently, their employer had no training investments to make and gained 
a "seasoned" employee who just happened to be "different*" 

Third, a majority of the workers interviewed in this study {twenty- 
two in all) had had some form of part-time employment before they entered 
full-time employment, and thus had had an opportunity to work in real 
world competitive environments* 

Fourth, the criteria were applicable in the decision-making process of 
choosing a training setting for the respondents in this study, i*e*, 
"Impaired" workers* Although it was not proved in this study, the investi- 
gators believe that all of the criteria should be appraised when choosing 
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the training setting and that the appropriate criteria should bo identified 
for each person based on personal differences, choice of occupations, and 
the available settings for education and/or training* 

Recorranendations and Suggestions for Future Research * The results of 
this study have prompted questions that need to be answered if educators. 
In both the academic and vocational arenas, are going to be able to itiake 
appropriate decisions about individualized training plans (programs) for 
handicapped youth and adults in the future* Therefore, the investigators 
recommend that several studies be conducted* First, to survey teachers in 
secondary and post-secondary vocational programs, e*g*, programs designed 
for "pi^s-jot^ entry,** to ascertain (1) what criteria are presumed to be used 
when choosing a training setting for the handicapped student/trainee, and 
(2) what criteria should be used and why* The results of such a study 
should provide advocates and concerned educators the necessary information 
to plan both pre-service and in-service training for educators, parem:s, 
and employers on how best to train persons with handicaps to increase 
job-entry potential and to gain job placement* Second, there Is a need 
for a study to measure the effects of advocate or family support or 
encouragement upon the trainee's attitude towards seeking work and inde- 
pendence. The data in this study seem to imply that the workers* self- 
percention of ability strongly influenced the workers' attainment of 
independence* Indeed this was the second most important factor affecting 
independence* The Investigators believe that the experiences of these 
respondents in the family unit may have encouraged them to overcome a 
variety of barriers in pursuit of work and independence* Therefore, the 
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study of family* advocate* and other sources of support and encouragement 
seems warranted* Third, a major impediment to this stucly was the restric- 
tions .imposed by the Family Educational Rights and Privacy Act (FERPA)* 
FERPA prevents access to personally identifiable data which would allow 
educational researchers the options of sampling a population, for example, 
by ethnicity and handicap ( Federal Register * June 17, 1976)* Therefore, a 
stucly is needed to find more effective ways of sampling a population, such 
as impaired workers* under current laws and regulations* 

Fourth, what remains to be explored from the initial purpose of the 
stucly is to obtain definite and firsthand knowledge of how these criteria 
vary vjith the type of handicap* It may be possible to obtain some of this 
information from the collected data available from the computer* Additional 
information could be gathered from the use of an instrument designed to 
show how the criteria would vary with the type of handicap* 

Fifth, another stucly in which the question of the best mix of training 
modes (classroom/laboratory, on-the-job, or a combination) can be determined 
is through the use of a training mode task analysis of the identified 
criteria. Such a program would involve the comparison and evaluation of 
the criteria with each of the training modes and a set of tasks common to 
a segment of the jobs in which many "impaired" workers are employed* A 
methodology can be developed in a rather straightforward fashion that 
enables the manager/trainer to Identify the' effectiveness of each criterion 
and the training mode used in the development of each task/skill* Such an 
instrument could measure to a limited degree the effectiveness of the 
criterion and compare one training mode with that of another against tasks 
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the trainee may be called upon to perform* A study of this form may be a 
step towards relating the criteria to the training mode effectiveness and 
to the job performance* 

Sixth, a future study should try to dete^rmine what benefits and 
liabilities caused the administrators to take their respective positions 
regarding training modes. The effectiveness of the training programs 
should be investigated as well as their objectivity. The reasons why the 
job skills can best be learned through the manager's own training programs 
need to be investigated* Such a study could lead to further studies about 
the potential cost benefits from the application of any or all of the 
criteria* 

The question of how far the abilities and aptitudes of the handicapped 
individual can be developed was not addressed in the study. Seventh, this 
is a need to investigate the potentials of persons with handicaps for 
achieving higher levels of occupational skills and the training methods tnat 
will best help them achieve these goals — hopefully through the use of any 
or all of the identified criteria. 

Eighth, investigate "How do criteria vary with type and severity 
of handicap?*' 

Ninth, develop questionnaires using language that is appropriate to the 
population being interviewed* 

Tenth, investigate how the use of the critiiria differ between educators 
who follow P*' L* 94-142 {where training is general) and employers who follow^ 
the Rehabilitation Act (Sections 503 and 504) and the training is job specific* 
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i 

Eleventh, by investigation* Identify what criteria should be used by 
trainees and tra1nee*related oriented counselors* {These criteria are 
not necessarily the same as those used by trainers and trainer-oriented 
counselors.) 
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Revision 11/27/79 



Geographical 
Location: 



COVER 
PAGE 



Studly # 



Quest I 35 



VOCATIOHAL AND TECHKlCAl EDUCATION 
-BUREAU~0F-e0UCAT10KAUR£S£ARCH - 
UNIVERSITY OF ILLIHOIS 



Oob 

Category: 



Organization 
Category: 



Itame {UsU first, m.l.) 
Oob Title 



Address (w^ien applicable, organization name} 



Telephone {AC } 

Contacted: / / 
Interviewer: - 



Interview Schedule 

Interview Scheduled: YES N5 

Day and date: / / 

Time: , 



Interview Completed; / / 



Location; 



Conmuni cations 

Ltr. of confirmation: / / Ltr* of appreciation: / / 

Remarks: 
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Revised 



VOCATIONAL AND TECHNICAL EDUCATION 
BUREAU OF EDUCATIONAL RESEARCH 
UNIVERSITY OF ILLINOIS 



CRITERIA^ INSTRUCTION OF PERSONS MITH HANDICAPS 

- (Phase-I — Questionnaire) — - 

1. Background Information of the Respondent 

a. Oob title 




Deck 1 



t-3 



b. Total months In present job 

c. Organization 



[OTC ] 



d. Address 



t. 

e. Respondent category (circle one) 

- Group 0 counselor 1 

" Group 1 Administrator 2 

- Group 2 Trainer 3 

- Group 3 Employer 4 



15-16 



17 



1 J- 



1 7 
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Handicapping Condition of Trainees 
a. Area of handicap: 

(1) Physical deficit - loss of ability to move part or parts of 
body, paralysis* 

(2) Cognitive deficit - mental retardation* 

(3) Visual deficit - loss of peripheral vision, restriction of 
visual field, blind in both eyes* 

(4) Auditory deficit - hard of hearing, deafness with understandable 
speech, deafness and unable to speak clearly* 

(5) Bnotional deficit - mental or emotional illness, history of 
treatment for either mental or emotional Illness* 

(6) Speech deficit - aphasia, articulation errors, stuttering* 

(7) Multiple deficit (specify)* 



b. Level of handicap: 

(1) Mild - capable of independent functioning when provided guidance 
and training* 

(2) Moderate - usually capable of attaining semi -Independent 
functioning when considerable training and assistance Is provided* 

(3) Severe - usually remains dependent, requiring training in all 
areas of functioning, e*g*, basic hygiene, language, and social competence* 
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-4- , Deck 1 

c. Conditions of Trainees (circle ONLY one); 



Area of Handicap / Level of Handicap 







Mild 


Moderate 


Severe 


(1) 


Physical 


01 


02 


03 


(2) 


Cognitive 


04 


05 


06 


(3) 


Visual 


07 


08 


09 


(4) 


Audi tory 


10 


11 


12 


(5) 


Emotional 


13 


14 


15 


(6) 


Speech 


16 


17 


18 


(7) 


Multiple 


19 


20 


21 



3*- Osscription of Training Conducted 

Note : The respondent reads the descriptions of on-the-job training 
(OJT) and formal technical training - classroom/laboratory (CL) and 
chooses the most accurate description for the type of training provided 
including a "combination" (COMB) when both types of training are used* 
Select only one type of training, i*e., OJT, CL, or CO^B* 

Definitions: 

"On-the-job training" (OJT) encompasses all self-study knowledge 
and job experience acquired by a trainee while working at his or her 
assigned job* 

"Formal technical training" (CL) is traditional or conventional 
classroom or laboratory instruction in which the instructor and student 
regularly meet at a specific time and place for the primary purpose of 
teaching and learning* 
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-5- Deck 1 

The objective of both of these methods of training is assuined to 
be the mastery by the trainee of specific knowledges and skills needed 
on a job. In OJT the teaching and learning usually has a lower priority 
than producing goods or services^ and in CL the production of goods and 
services always has lower priority than does teaching and learning 
(Evans > Hoi terT^d Stern» 1976). 

□ AH 

Time interview began: □ PM 

4* Training Provided (circle ONLY one) 
a. Type of training provided? 

OJT. • . 1 za 
CL . . . 2 
COMB . . 3 
[12 3 4 5] 21 

coninient(s) ' 



b. What is the training designed to accomplish? 

Upgrading current employees 1 22 

Entry training for new f tployees ... 2 

Combination 3 

[1 2 3 4 5] 23 

coinment(s) 
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c* Training leads 

to entry level performance on a specific job 1 m 

to greater responsibility (progression) on a specific job .... 2 

to entry level and to greater responsibility on a specific job. . 3 

to transfer to a related occupation 4 



[1 2 3 4 5] 

con«ient(s} 



d. Training 1s designed for employment 

on the same job and for the same employer 1 i% 

in the same occupation, with the same employer, but different 

job setting 2 

In the same occupation but different employer 3 

all of the above 4 



[1 2 3 4 5} 

comment(s} 



e* Is training given by a person who has considerable experience in 
the occupation being taught? 

Yes* . . 1 2a 
No ... 2 
[1 2 3 4 51 29 

coninent{s} 
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f. The training is provided by 



the training station employer? 



the eventual employer? 



both of the above? 



Yes. 
No . 

Yes. 
No . 



Yes. 
No . 



. 1 
. 2 

. 3 
. 4 



. 1 
. 2 



30 



31 



S2 



[1 2 3 4 51 31 



comment(s} 



g> Does the method of training require written materials for the trainee 
to study? 

Yes. . . 1 
No ... 2 

[1 2 3 4 5] 

coiwnent(s) 
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5* Institutional Criteria 
Cost: 

(1) The average cost of training one graduate is 

($) 



3 6^^0 



[12 3 4 5) HI 

(2) The training method which is the least cost-effective is 

OJT. . . 1 HI 
CL * . . 2 
com . * 3 
[1 2 3 4 51 HI 

(3) With adequate financial support the most cost-effective training 
can best be accomplished using 

OJT. . . i 
CL . . . 2 

COMB . * 3 
[1 2 3 4 ?] -^s 

(4) Existing financial constraints encourage the use of 

OJT. . . 1 Ht 
CI ... 2 
COMB * * 3 
[1 2 3 4 51 H7 

coniTient(s) 




b. Capability: 

(1) The number of qualified applicants for each vacant position 
on the training staff is 

OJT 

CL 

COMB 

[1 2 3 4 5] 

(2) The most capabable instructors for training personnel to 
accomplish tasks are usually found in 

OJT *******1 
CL ***««t**2 

COMB, 3 

NO DIFFERENCE . . 4 
[1 2 3 4 51 

comment (s) 



c. Philosophy and Policy: 

(1) The expectations of your administrator for the success of your 



training program are 


Low 




Med. 




High 


Unk. 


(for OJT) 


1 


2 


3 


4 


5 


8 


{for CL) 


1 


2 


3 


4 


5 


8 


(for COMB) 


1 


2 


3 


4 


5 


8 



[1 2 3 4 51 
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(2) Based on the policy of your organization the type of 
training preferred is 

OOT ....... 1 

CL 2 

COMB . 3 

NO PREFERENCE . . 4 

(1 2 3 4 51 6s 

comment^s) 



d. Availability/Suit-^bility of Physical Resources: 

(1) What percent of the equipment and/or facilities used by the 
trainee are typical or identical to those they will encounter on 
the job? 

Percent of probability 

OJT 

a 

COMB 



66-6 S 

69-71 
72-7 K 



[1 2 3 4 51 7S 

{2} The use of actual job conditions is usually more feasible in 

OJT. . . 1 76 

CL . . . 2 
COMB . . 3 

[1 2 3 4 51 77 

coiiinent(s) n-'t^/m 



e. Reality of Atmosphere: 

(1) Trainees are trained in a work atmosphere (i.e., breaks, 
work shifts, etc.) that is typical or identical to the conditions 
of the actual job 

Percent of time 

OOT 

CL 

COMB 

[1 2 3 4 5] 

(2) Realism of training can best be created with 

OOT. . . 1 
CL . . . 2 
COMB . . 3 
[1 2 3 4 5] 

coninent(s) 



f. Screening Device: 

(1) What percentage of trainees are required to complete screening 
(e.g., security check, physical-psychological exams, etc.) before 
being allowed to complete/ graduate from the program? 

Percent 

None 108 
Unknown 998 
n 2 3 4 5] 



{2) The use of training as a screening device for both hiring and 
promotion can best be accomplished through 

OJT. , . 1 
CL . . . 2 
COMB . . 3 
[1 2 3 4 5] 

coniiient(s) 



g. History and Pragmatism: 

(1) Consider the following definitions: 

U) Tradition means "we've always done it this way." 
(b) Data means "research indicates that this is the most 
efficient way to do it." 

(2) An organization which usually uses OJT tends to choose that 
method of training on the basis of 

TRADITION. . . 1 

OATA 2 

BOTH 3 

UNKNOWN. ... 8 
[1 2 3 4 51 

(3) An organization which usually uses CL tends to choose that 
method of training on the basis of 

TRADITION. . . 1 

OATA 2 

BOTH 3 

UNKNOWN. ... 8 
U 2 3 4 51 
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(4) An organization which usually uses a COMB tends to choose 
that method of training on the basis of 

TRADITION. . • 1 26 

DATA 2 

BOTH 3 

UNKNOWN. ... 8 

[1 2 3 4 5] 17 

coninient(s) 



h. Evaluation of Training: 

An appraisal of the quality of training can most economically be 
assessed In 

OJT. . . 1 26 

CL . . . 2 
COMB . . 3 
UNK. . . 8 
[12 3 4 5] 29 

conmentCs) 
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Quality and Speed Related Criteria 

a* number of Trained Personnel Required: 

(1) The largest number of personnel (of aJX types) actually in 
training at one time on your site is 

number of Personnel 

OJT 

CL 

COI^ 

[1 2 3 4 5] 
TOTAL 

(2) A large flow of trainees can best be trained through 

OJT* . . 1 
CL . . . 2 
COMB . . 3 
UM. . . 8 
[1 2 3 4 5] 

coiinient(s) 



b. Persistence of Demand for Trained Personnel; 

(1) Trained personnel for jobs in this occupational category will 
be needed for 

years 

unknown 98 
[1 2 3 4 5] 



(2) The average annual requirement foi trained personnel to fill 
jobs In this occupational category is 

persons 

unknown 998 
[1 2 3 4 5] 

(3) A substantial demand for this job skill has existed for 

years 

unknown 98 
[1 2 3 4 5] 

(4) Mhen trained personnel are required in the job market over an 
extended period of tims* the best method of training is 

OJT, , . 1 
CL . , . 2 
COMB . . 3 
{1 2 3 4 5] 

coiiiment(s) 



c* Need to Minimize Training Time: 

(1) The average number of months to train a trainee is 

OJT 

CL 

COMB 

[1 2 3 4 5] 
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(2) When time for training is short* best results can be 
obtained via 

OJT. * , 1 66 

CL * , * 2 
COMB * . 3 
tl 2 3 4 51 67 

commentCs) 



State of the Business Cycle; 

(1) The percent of trained personnel earning a competitive wage 
within 12 months after completion of the training received in 
your program is 

Percent of Personnel 

OJT 

CL 

COMB 



7H-76 



n 2 3 4 51 77 

(2) Mhen the demand for workers Is high in this occupation* 
training for it can best be supplied through 

CJT* * * 1 7* 
CL * * * 2 
COMB * * 3 
(1 2 3 4 5) 73 

coninent(s) 
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Job Related Criteria 
a. Frequency: 

(1) In choosing tasks to be taught in a training program it is 
usual to teach tasks which are performed in a job by almost all 
writers and not to teach tasks which workers rarely perform. 

(2) What percent of ta^ks taught in your program are performed 

on-the-job by the average graduate? U 



percent 



V"6 



[1 2 3 4 5] 7 
(3) Tasks which are performed on-the-job by graduates at least 
once eVery week are best taught by 

OJT* * * 1 « 
CL * . . 2 
COMB . , 3 
[1 2 3 4 51 9 

comment (s) 



b* Criticality; 

(1) The percent of tasks in your training program that involves 
risk to or the safety of your trainees* equipment* or facilities is 

Percent of Task 

OJT 10-12 

NONE 108 



HOHE lOB 

COMB u- 

NONE 108 

[1 2 3 4 5} 19 
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(2) Skills involving high risk may be best acquired through 

OJT. . . 1 
CL . . . 2 
COMB • • 3 
tl 2 3 4 51 

connient{s) 



c. Uniformity; 

(1) The importance of having a task performed uniformly* i,e.» in 
exactly the StUtie way by alj. trainees is 

Unimportant Borderline Important Unknown 
(in OJT) 12 3 4 5 8 

(In CL) 12 3 4 5 8 

(in COMB) 1 2 3 4 5 8 

tl 2 3 4 51 

(2) Greater uniformity of trainee Job/task performance can best be 
attained through 

OJT. . . 1 
CL . . . 2 
COMB . . 3 
[1 2 3 4 51 

coninent(s) 



NOTE: Interviewer has the option of suggesting to the respondent that a 
five-ten minute pause be taken at this point. 



-19- 



r 

Complexity: 

(1) The average number of days required for a trainee to learn a 
complex task to acceptable quality standards is 



OJT _ 
CL 

COMB 



[1 2 3 4 51 

(2) The method of training best suited for teaching complex tasks 
is 



OJT. 
CL . 
COMB 



1 

2 
3 



tl 2 3 4 51 

(3) If the job is relatively easy to learn, the skill can best be 
developed through 

OJT. . . 1 
CL . . . 2 
COMB . . 3 
[1 2 3 4 51 

coniiient(s) 
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26-30 
31-33 
311-36 
37 



38 



39 
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Judgement of Performance of Graduates: 

(1) Assuming that graduates of this program are receiving a 

competitive wage upon employment, 

(a) how many months after employment are handicapped 
graduates usually promoted to a higher statu: Job? 

months 

unknown 98 
[1 2 3 4 5] 

(b) what percentage of all graduates are promoted to a 
higher status job after cited period above? 

percent 

unknown 998 
(1 2 3 4 5) 

(c) what percentage of handicapped graduates receiving OJT 
are promoted to a higher status Job after cited period above? 

percent 

unknown 998 
(1 2 3 4 51 

(d) what percentage of handicapped graduates receiving CL^ 
are promoted to a higher status Job after cited period above? 

percent 

unknown 998 
[1 2 3 4 5] 

(e) what percentage of handicapped graduates receiving COMB 
are promoted to a higher status Job after cited period above? 

percent 

unknown 998 
ll 2 3 4 51 
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(2) Which training method produces the most competent employees 
after cited period above? 

OJT, , , 1 61 
CL * , * 2 
COMB * , 3 
[1 2 3 4 5] 

comment (s) 



Passage of Time; 

(1) Hhat percentage of trainees who have completed training are 
retained In the training program because an actual job Is not 
readily available? 

percent 



none K)8 



none 1008 



unknown 9998 



1 



unknowr t 998 

tl 2 3 4 51 ee 
(2) The usual time interval between completion of the training 
program and actual job placement is 

days 



6 7-70 



Cl 2 3 4 5) 71 



(3) An unacceptable loss of potential job efficiency occurs when 
the time interval between graduation and actual job entry exceeds 
a given period of time. The loss of job efficiency for your 
graduates occurs after 

days 

unknown 



tl 2 3 4 51 

(4) What percentage of graduates have experienced this loss of 
job efficiency? 

percent 

none 108 



unknown 998 
[12 3 4 5] 

(5) What percentage of skills require retraining because of this 
time interval? 

percent 

none 108 



unknown 998 
a 2 3 4 51 

(6) Graduates do not require (or seldom require) retraining because 
of this time intervals when they receive training via 

OJT. . , 1 
CL . . , 2 
COHB * . 3 
II 2 3 4 5] 

comment (s) 
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g. Instrumentality: 

(1) The percent of tasks that your graduates will be expected to 
perfonn that require skills in reading* computing, and/or 
speaking is 

percent 



none 108 



unknown 998 



[12 3 4 5] 13 
(2) Job tasks which require basic educational skills are best 
taught through 

OJT. * - 1 u 
CL , * * 2 
COMB - * 3 
n 2 3 4 5) 15 

consiient(s) 



h. (^ality Control: 

(l) The average tine required for a trainee to learn to produce 
work of acceptable quality using the OJT method is 

days 



using the CL method is 



unknown 998 

[1 2 3 4 51 
[Enter data on p* 
p. 30* CoK Codes 
525 - 528,] 
■rfays — 

un lffl wn 00 8 



[1 a 3 4 S I 11 



ll3 
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using the COMB method is 

days 



unknown 998 



2 3-as 



[12 3 4 5] 26 
(2) Training for producing work of acceptable quality in your 
agency is 

Difficult Borderline Easy Unknown 
(Via DOT) 1 2 3 4 5 8 

(Via CL) 12 3 4 5 8 

(Via COMB) 12 3 4 5 8 

[1 2 3 4 5] 30 

comment (s) 



27 
29 



i * Ports of Entry: 

(1} In which jobs for which you provide training is the trainees 
entry into the job controlled by a licensing board or agency? 

None* skip to Q< 8* * , (998] 3i-a3 
(a) Job: 



(b) Job: 

(c) Job: 



OTC: 37_» 



[1 2 3 4 5] -3 



"t 



137 

-25- Deck 4 

(2) For each such Job does the agency regulate the amount of 
training required for job entry? 

(a) Job ; 

lOTC: ] 

Ves. . . 1 
No ... 2 
Urtk. . . 8 

(b) Job: 



tOTC: ] 

Ves. . . 1 
No ... 2 
Urtk. . . 8 



(c) Job: 



[OTC: ] 



It? 



SI 



SS 



(OTC: ] 

Ves. . .1 
No ... 2 
Unk. . . 8 
[1 2 3 4 5] 56 
(3) If an agency specifies the type of training, which do they 
specify for each job? 

(a) Job: ' 



S7-S9 



OJT. . . 1 60 

CL . . . 2 

COMB . • 3 

UNK. . . 8 
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(2) Which training method have you preferred for learning the 
skills of your job? 

OJT. . . 1 
CL . . . 2 
COMB . . 3 
UNK, , . 8 
tl 2 3 4 5] 

comment(s) 



72 



73 



b. Disabilities: 

(1) Trainees with physical skill deficits can learn to master 
tasks better through 

OJT, . . 1 7H 

CL , . , 2 

COMB . . 3 

UNK. . . 8 
tl 2 3 4 53 7s 

(2) Trainees with cognitive skill deficits can learn to master 
tasks better through 

OJT. , . 1 76 

CL . , . 2 

COMB . . 3 

UNK, - . 8 
U 2 3 4 5] n 
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(3) Trainees with visual deficits can learn to master tasks 
better through 

OJT. . . 1 79 

CL . . . 2 
COMB,. . 3 
UNK. . , 8 
(1 2 3 4 51 79 

(4) Trainees with auditory deficits can learn to master tasks 

BOjii I— JjD 

better through ^ 

OJT. . . 1 w 
CL . . . 2 
COMB . . 3 
UflK. , . 8 
[1 2 3 4 5) 5 

(5) Trainees with multiple deficits can learn to master tasks 
better through 

OJT, . . 1 6 
CL . . . 2 
COHB . . 3 
UNK. . , 8 
[1 2 3 4 5] 7 

coninent(s) 
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c. Abllittes and Aptitudes: 

(1) Trainees who acquire skills slowly can be best trained to 
perform tasks of this job through 

OJT. . . 1 
CL . . . 2 
C0M8 . . 3 
UMK. ^ ^ 8 
[1 2 3 4 51 

coinn)ent(s) 



Prior Experience: 

(1) The percent of Job relevant task performance behaviors which 
the "averago" trainee has before entering 

(a) Unknown, skip to 8d{2). . . 998 

(b) OJT training is . . .percent 

none 108 

(c) CL training is. . . ^percent 

none 108 

(d) coffi training is. . .percent 

none 108 
[1 2 3 4 5j 
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(2) Trainees that have these prc-trafning performance behaviors 
can best be trained through 

OJT, . , 1 M 
CL . , , 2 
COMB . , 3 
UNK< - < 8 
(W 3 it 51 i< 

caiment{s) 



9, 



using the CL method is 



daiys 
unknown 



996 



n a 3 4 5) 



{FOLD/aiP-OFF HEBE) 
— — — .. 

12 3 4 5 

Finn Ctianged Unsure DeUyeti Refused 
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VOCATIOHAL AND TECHNICAL EDOCATIOH 
BUREAU OF EDUCATIONAL RHSEARCtI 
UNIVERSITY OF ILLINOIS 

VALIDATION OP DECISIOK-MAKIMG CRITERIA 
(TRAINING AUTHORITIES) 

- Questionnaire- 



For Office Use 



Quest . f 



Study & 335 



Deck 1 
1-3 



Section I " Administrative 



1+ Name (last» first* ro.i,) 

2* Geographical Location 

3. Respondent Category: 

Group 0 Counselor ^ 1 

Group 1 Administrator 2 

Group 2 Trainer 3 

Group 3 Employer 4 

5. Type o£ Training Provided: 



_{ 



] 



4« Condition of Trainees' Handicap* 



Physical 
Cognitive 
Visual 
Auditory 



On-the-job 1 

Class room/ Laboratory 2 

Combination « . « ^ 3 



definitions: 



"Training" Is the minimum acceptable personal development required for job 
placement or job advancements It Involves the place* time and methods that are 
essential to develop physical and mental skills^ knowledge and attitudes* 

^'On-the^'job training" (OJT) encompasses all knowledge and job experience 
acquired by a trainee as a result of working at her/his assigned job« 

*' CI ass room/ laboratory training" (CL) is traditional conventional classroom 
or laboratory Instruction In which the Instnictor and student regularly meet at a 
specific time and place for the primary purpose of teaching and learnings 

"Coniblnatlon" (COMB) Is both OJT and CL methods used together for Individual 
development ^ 

"Handicapping condition"! 

Physical Xoss ot ability to move part or parts of body« 
Cognitive mental retardation* 

Visual - loss of peripheral vision* restriction of visual field* 
or blind In both eyes. 

Auditory hard of hearing or deaf In both ears* deafness with 
or without understandable speech. 



7-e 



10 



11 
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Section II - Criteria for Placement of Persons vlth Handicaps in Sp<2ciried Training Setting 

Listed alphabet Icfilly in this section are Che 'Mecislon-making" criteria which adminlstra- 

torst counselors, etaployers ^tid instructors have reportedly used when determining the place*- 

ment of persons vlth handicaps in the **least restrictive** Vocational training setting.. Please 

evaluate each criterion by circling the numerical value on tho e^en-polnt scale which indicates 

the extent to vhlch yoti uso the criterion ^en selecting tlie training setting for persons with 

handicaps* For exainplo; 

Very Hot Mot Very 

7; Always 6; Qfton 5; Often 4; Sooc times 3; Often 2; Often 1; Hej^r 
Used Vsed Used D^ed Used Used ^Sfid 

Hence; 

"a given criterioni ''•J©_5;Ji;_3;_2;_l;_ 

A selected position of "6** means that you very often use the criterion.. 

Hot 

Criteria Used 7i^^t_5tJ*t^t_Zt_U^ Used 

A+ Abilities aod Aptitudes *^ the choice of training method has 
often been determined by the abilities and aptitudes of 
trainees* The expected developniont of Individuals in a 
specific aptitude is considered by oost experts to be an 
educated guess.. Consequently, this makes difficult the 
ctiolce of training niotUoJs for individuals according to 
their abilities and aptitudes 

B« Atmosphere (Reality of - creation of a simulated vork 

setting where factors pertaining to the pressures of the 
work site such as development of attitudes toward shift 
work, performing work on holidays, working under pressures 
of anxiety, and responding to Job environmental pressures 

of too little time, and too many demands 7=_'&=_5:^^4:_3;_2;_1:_ 

C. Business Cyele (State of >**) - the extent to which the 
economy Is able to support full employment for all Chose 
desiring to work* **The health of the economy affects 
everyone, but the impacts are greatest for the groups in 
the labor force that are least prepared for or capable 
of work and least desired by employers*^' (Levltan d 

Taggart, 1977, p- 95) 7;_6;_5;_4:_3;_2:_lt_ 



12 
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Criteria 



Used It 6: 3: ll U 



Used 



Capability - naximuQ nuntber of per^fon'icl who c^n be In 
training at any point in Ci:nc uidiout eausing "unacceptable" 
degradation In the quality of skills attained and without 
causing "unacceptable^* loss in productivity 

Complexity - most teaehers/ ins true tors believe there are 
two major components to learning diffieulty: firsts the 
diffieulty of the task and second* the difficulty of 
learning due to trainee ebaracreristies.* For exAtaple; 
complex rasks are usually inore diffieulr to learn beeause 
of the iioportanee to marry principles ^nd proeedural 
sequenees vliile developing moror skills 



Ft Cost - relaring to faeilitiesr personnel* resourees, 
toaterials* equipment* ete 



Criticality - for example, if a task must be aceoroplished 
in en emergency and if the probability of being able to 
perform the tusk adequately without training is lov* a 
major question inay be uhieh toethod of rraining will best 
prepare the trainee to perform essenrial skills under 
higji risk eonditions 



Demand (Persistence of ... for trained personnel) - the 
long-*term job requirement for trained workers may influenee 
the use of one rraining setting over another 

Disabilities - it Is believed that a trainee^s type of 
disabillry ujll have a significanr influence upon the 
Un$th of t£iie required ro attain a desired level of 
eompetenee. Therefore* the choice of training setting 
will be influenced by rtie trainee^s handicap 



Evaluation - Appraisal of the quality of training 
prpvided during the course of insrruction * * * * 



Frequency ^ tasks thar are performed frequently by most 
job incuotibents at a given skill level are prime candidates 
for inclusion in most training programs* and conversely* 
tasks that are performed infrequently, should be 
eliminated from some training programs 



History and Pragmatism - empirical data are seldom used 
when deciding whether to teaeh a competenee on-^the-Job 
or in a classroom/laborarory setting* Some training 
authorities use their experienee in deeiding which train^ 
ing method to use In a partieular case. However* there 
are authorities from the other "camp" who chose the train- 
ing method based on tradition»i.e. *'they had always done 
it that way" 



7: 6: S. 4: 3: 2: 1: 



It 6: S: 4: 3: It It 



It 6: S: kt 3: It It 



It 6: Si Ut 3; 2i 1; 



It 6; S: Ut 3; It It 



It 6i S: kt 3i 2: 1: 



It 6: S; kt 3i It It 



7: 6: Si Ut 3: It It 



2Z 



It 6: 5i Ut 3j 2i 1; 



in.) 



Criteria 



Used 7t 6: 3: 3t Zt 1: 



Not 
Used 



Instrumentality - refers to skilis in reading^ computing 
and conununleating vhich are difficult to teacli In con- 
junction with modt oecupational/vocationai training 
prograins. The kinds of jobs vhieh will be available to 
the trainee should be analyzed to determine which adjunct 
skills are necessaty for further learning or for adapting 
to job ebanges 

Learning Modes (Preferred ***) - the trainee^s preference 
for a speeific Etatttod of training to aequlre spceified 
competeneies should be taken into eonsidcration when the 
eireumstanecs permit 

0* Passage of TiRkc ~ the time interval between completion of 
training and the initial performanec at work may have an 
impaet on qualitativoj long-teroi performance on-the-job* 
Some researchers have generalised that handicapped train- 
ees who reeeive on-*the-job training seldom require re*- 
trainingt regardless of ticie interval between training 
and plaeement 

P* Performanee (Judgment of ...... of graduates) -the 

preference of one training method over another cnay 
be determined by the performance of graduates after 
placement on*^the-Job ^ * * * * 

Q, Perso:;nel ((Junber of to be trained) ^ the number of 

trainees that flow through a course or courses of instruction 
may be affected by trainee and instructor titac» use of 
equipmentt materials and facilities 

R* Policy (Philosophy and - Institutions^s philosophical 
beliefs^ past experiences» fads of the time, and/or 
''beeause it seemed to work'^ policv 

$4 Ports of Entty - some occupational entry is eontroiled 
by state/federal licensing boards and the amount and 
method of training is regulated by these agencies 

T., Prior Experienee - strongly related to the amount of time 
a person requires to learn Job tasks Is the amount of 
prior experiences s/he has had in acquiring job relevant 
behavior 

U. Quality Control ** ICP decision-makers have an interest in 
making the appropriate choices among the skill development 
sources to insure there is a high degree of probability 
that the trainee will learn to produce work of acceptable 
quality In a reasonable period of time 



7: 


6t 


5i 


4^ 


3; 


2; 


It 


21^ 


7: 


6^ 


5; 




3; 


Ix 


it 


2 S 


7; 


6: 


5; 


Ax 


3; 


1\ 


1: 


It 


7: 


6i 


5i 


kx 


3i 




It 


17 


7t 


6t 


5: 


4^ 


3; 


1\ 


1: 




7; 


6t 


5i 


kx 


3i 


Ix 


1: 




7i 


6t 


5t 


At 


3i 


Ix 


1: 


30 


7: 


6^ 


5; 


kx 


3; 


Ix 


1: 


3t 


7; 


6t 


5i 


k\ 


3; 


Ix 


It 


32 
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DQCk I 



Criteria 



Uacd 7: 6: 5: 4: 3: 2: 1: 



U*cd 



Resources (Av^l l^ibllity/auttQblUty of ph/sloal ***) 
- acquisition and use of substitute cquipcicnc and 
conditions viAcU simulate the enviton»ent vhidi will 
be encountered on-the-job 



Screening Devlco - in sooc Job tt^lning progratas time Is 
allocated for che completion of security checks ^nd for 
assessing the reliability of the trainee's pcrfomunco 
in dlfHcuU situations vikleh ^rlse infrequently on-the- 
job .... . 

X4 Solicitude - handicapped tr^ineeSi depending upon 

prior trainlt^ and experUnee, o^y se&k or ask for move 
support than their handieap appears to v^rr^nt. Ilom;)ll/» 
this over dependence is flue to oxcessivo e^re or concern 
by others in the past. Authorities choosing the tr^ln- 
irvg setting taust veigh this faeter in their deeision- 
naklng procesa 

Y. Tine (Ifeed to minimize training ...) - most instances 

dietate ^ need to ainlnize training tinie* for ex^kmple^ tihen 
"the demand for trained personnel far exceeds th& suppl/'. 
Cottsequentl/» the training method chosen raay impact upon 
the amount of time allocated for developing an Individual's 
skills 

Z. Unlfomlty - trainees can be required to learn all types 
of tasks they need to perfom on-tho-jobi but the oetliod 
of training uhich best prepares the trainee to perform 
these tasks in a standardized oanner must be considered. 



7: 6: 5: ^: 3: 2: 1: ^» 



7: 6: 5: <*: 3: 2: I: 



7: 6: 5: ^: 3: 2: 1: 



7: 6: 5: 3: 2: 1: ^* 



7: 6: 5: A: 3: 2: 1: 



C0Dim£nt(s) 



£}ID OF QUCST£0}lltAIRE 



a (-7* 



imtei 
TiMc: 



- Interview Record - 

-ZSO Interviewer 



(end) 



AH/PM 



(BeS«n) 
£lapsed time: 
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APPENDIX C 

WORKER QUESTIONNAIRE 
(Face-to-Face Interview) 



Revision 01/07/80 - III 



Inve5tl9ator'5 
Cover Page 



Study # 135 



Quest # 



VOCATIONAL AND TECHNICAL EOUCATim 
BUREAU or EDUCATIOIJAI {RESEARCH 
UNlVEf^SlTY OF ILLIKOIS 



Geographical 
Location: 



Handicap 
Category: 



Name {lastt firstt mA.)^ 
Address 



Job 

Category; 



Ra^e/Ethnic 
Category: 



Organization 
Category: 



Period of 
Employment: 



Telephone (AC 



) 



S(njrce of nomination: 
Anecdotal Infonnatlon: 




VOCATIOHAL A«0 TECHNICAL EOUCATIO« 
BUl^EAU OF EDUCATIOriAL l^ESEARCH 
UNIVERSITY OF ILLINOIS 



Geographical 
Location: 



Job 

Category; 



Organization 
Category; 



Name (last* first* m,10 ^ 

Job Title 

Address (when appHcable* oroanlzation name) 



Telephone (AC _^ ) 



Interview Schedule 

Contacted: / f Interview Scheduled: YES NO 

Interviewer; Day and date; , / / 

Time: 

Interview Completed: / / location: 



Ltr, of confirmation; 
Remarks: 



Comnmnl cat Ions 
/ / Ltr, of apprecletlon: / / 




Deck 1 



•2- 



FOR OFFICE USE 

Quest # 

Study S 



VOCATIONAL AMO TECHNICAL EOUCATIOff 
BUREAU OF EOyCATIOrtAL rlESEARCH 
WIIVERSITY OF ILLINOIS 



CRITERIA IDENTIFIED BY HAdOlCAPPEO WORKERS 
FOR THE SELECTIO!! OF THE TIIAINING SETTING 

- Questionnaire * 

Background Information of the Respondent 

a. Oob title 



tOTC 



Total months in present job 
Organization 



d. Organization address 



Handicap uf Respondent (circle ONLY one) 
Area of Handicap / 



Level of Handicap 







mid 


Moderate 


Severe 


a* 


Physical 


01 


02 


03 




Cognitive 


04 


05 


06 


c. 


Visual 


07 


08 


09 


d* 


Auditory 


10 


11 


12 


e. 


Einotional 


13 


14 


15 


f* 


Speech 


16 


17 


IB 


9^ 


Multiple 


19 


20 


21 



1^-2 1 



7 



154 



Deck I 

4. Training }tethod: (circle, but do not ask) OJT CL COMB 

12 3 " 

5. Training Provided 

a. Mhat was this training designed to accomplish? 

(1) Up9racling youv job competencies 1 ,^ 

(2) Entry training for your job Z u 

(3) Combination of 0) i (2) 3 >i 

(4) To develop work habits 4 n 

(5) To maintain' job proficiency 5 

(6) To develop job and social skills 6 

U 2 3 4 9] u 
coavnent(s) 



b. This training led 

(1) to entry level proficiency on a specific job 1 

(2) to greater responsibility (progression) on ft specific 

job 2 II 

(3) to ft transfer to a related job 3 

(4) to entry level proficiency for any job 4 

112 3491 1*1 



155 



*5- Deck 1 

c. This training designed for employment 

(!) on ths same job and for the same employer 1 ^2 

(2) In the same Job, with the same employer, but 

different job setting 2 

(3) In the same speciality but different employer 3 

(4) in any job 4 

[1 2 3 4 91 ^ 

coniDent(s) 



d^ W^s the tralrdng given by a per<jon who had 

tl) experience in the job skills 1 

(2) no experience In the job skills 2 

(3) experience in the work habit skills 3 

(4) no experience In the work habit skills 4 u 

(5) experience in the social skills 5 

(6) no experience In the social skills 11 ^z-r 

(7) experience in job placement 12 s^*y 

(8) no experience In job placement 13 ^^.^ 

(9) e;(per1ence In testing 14 ^t-^ 

(10) no experience in testing 15 

[1 2 3 4 9] « 
comnient(s} 
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*6- Deck 1-2 
T^e training was provided by 

(1) the training station employer 1 «3 

(2) the eventual employer Z «^ 

(3) a sheltered workshop 3 s« 

(4) a public/private school 4 

(5) the training station employer and eventual employer , . S ft 

(6) the eventual employer and a sheltered workshop 11 ^^^^^ 

(7) the eventual employer and a public/private school. * . to-"! 

(8) the training station employer, eventual employer and 

a public/private school 13 /z«73 

[1 2 3 4 5| 7, 

cownent(s) M-^/bk 



Which of the following generic skills were you required to perform? 

(1) Mathematics skills 

K], read 1 

V2 write 2 

1-3 count 3 

(2) Conntunlcatlons skills 

2^1 literal coniprehenslon In reading '+4 ? 

2^ fluency and Idea organization to construct phrases 

and sentences In writing and speaking 5 « 

[1 2 3 4 91 , 



"is 



157 



ueck 2 



Institutional Criteria 
a* Cost: 

(1) The cost of specific training for your job was incurred by 

^(a) you (or benefactor* e,g. , parent) 1 ^* 

(b) the training station employer * . . Z 

(c) the eventual einployer* * « « 3 

(d) the public/private school. 4 

(e) you and the training station employer 2 

(f) you and the eventual einployer « , . 3 

(9) you and the public/private school. * . ^ 4 

(h) the training station employer and eventual 

employer 3 



It 
1$ 



,i) the training station employer an<i the 

public/privace school, * 4 

{12 3 4 9] 

cofnnent(s) , 



(2) With adequate financial support which <Jo you believe would 
have been the most preferred training method (setting) to 
prepare you for your current job? 

ftJT. . , 1 
CL . - . 2 
cm . . Z 
(1 2 3 4 9]*^ 

co(?!nent(s) WHY? 



It 

12 



17 0 
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*fl' Iteck 2 

CapabiHty: 

(1) How current was the Instruction you received via OJT? 
out of date current well advanced no opinion 

1 2 3 4 5 d 2% 

(1 2 3 4 91 2s 

(2) How current was the Instruction you received via CL? 
out of date current i^ll advanced no opfnion 

1 2 3 4 5 8 " 

[1 2 3 4 9] 

(3) 1H£ OJT 1nstructor(s} who trained you for the skills 
required In this Job were 

somewhat 

unqualified qualified qualified no opinion 

1 2 3 4 5 a 

[1 2 3 4 9] " 

^4) The CL Instructor's) who trained you for the skills 
required In this job were 

somewhat 

unqu:ilif1ed qualified qualified no opinion 

1 2 3 4 5 u 

[1 2 3 4 9] n 

(5) Which training method options were offered by the 
tra1n1n9 agency(les)? 

OJT 1 

CL 2 

COT - * * * 3 

UHK 8 

n 2 3 4 91 *' 

(6) Which additional role(s] did your instructor fulfill? 

(a) Ut line supervisor 1 

(b) Co-worker 2 

(c) Trainer- instructor 3 

(d) Family member 4 

(e) Uhknowt 8 

(1 2 3 4 91 .2 
(7) Which tra1n1n9 method was preferred based on the 
capabilities of the training a9e[U;y(1es)? 



OJT 1 

CL 2 

COMB + + ' '3 
UNK 8 



4« 



(1 2 3 4 9] ^7 
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Deck 2 



Philosophy and Policy: 

(1) The expectations of your instmctorls) for your performance 
in this training program were 

low medium high unknown 

1 2 3 4 S 8 

[1 2 3 4 91 

comrnentlsj 



(2) The type of training preferred by the training agency(ies) 
for developing your skills was 

OJT, . , 1 
CL , , . 2 
COHB . . 3 
m. . . B 
[1 2 3 4 9} 

co(nment(s} 



Availability/Suitability of Physical Resources; 

(1) How do you think the equiP^nt and/or facilities used by you 
during your training compares to those you found on the job? 

no opinion 

iforse the same better or unknown 

1 2 3 4 S 8 

11 2 3 4 91 

coffwentCsJ (if other than "3" and "S** explain,) 



(2) To what extent did your task 
compare to those re<tuired of 

the same different 
12 3 4 

coflinent(sj (if other than "1" and 



and job behaviors during training 
you on the jot>t 

very no opinion 

different or unknown 

5 8 

11 2 3 4 9} 
"S*" explainJ 
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-10- Eteck Z 

(3} The best physical resources for your training was 
m CL C0M8 

t 2 3 *^ 

[12 3 4 9] 

ccKnment(s) 

e. fteality of Atmosphere: 

(1) To ^at extent was your training conducted in a work 

atmosphere (i*e«, breaks, work shifts, etc.) that is typfcal 
or identical to the conditions of your job? 

vet7 no opinion 

tfte same different different or unknown 

1 2 3 4 5 8 *• 

[1 2 3 4 9J ** 

(2) How Important would It have been for you to experience 
typical or Identical conditions of work in preparation 
for your job? 

no opinion 

not necessary desirable essential or unknown 

1 2 3 4 5 8 

[1 2 3 4 9] •» 

comnent(s} (if other than T and explain*} 

(3) The most realistic work atjnosphere for your training was 

WT CI COHB 

1 2 3 

(1 2 3 4 9] 

convnent(s) 



Deck Z 



Screenlnn Device 

(1) Were you screened (e,g., security check* physlcfil- 
psychologlCAl exams, etc) before being allowed to 
complete/graduate from your program of training? 

Yes, , , 1 

No , , , 2 

Unk, , , 8 

[1 2 3 4 9J 

(2) Kow Important to the entpToyer was your previous training 
when you were considered for this Job? 

no opinion 

not necessary desirable essential or unknown 
1 2 3 4 5 8 

n 2 3 4 9] 

comnent(s) (If other than "1" and "8", explain,) 



(3) Is there/was there a requirement that you successfully 
complete a specified training requirement before being 
considered for promotion on this job? 

no opinion 

not necessary desirable essential or unknown 
1 2 3 4 S 8 

[1 2 3 4 9] 

coiFinent(s) (if other than "1" and ^'8'% explain,) 



History and Pragmatlsn: 

(1) Consider the following definitions; 

(a) Tradition mians "it has dlways been done that way*" 

(b) Data means ''research Indicates that this is the most 
eTFTclent way to do It or job market reports indicate 
a specified entry level of proficiency," 
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"12- Deck 2-3 



(2) If you were given the oPportunUy to choose the tralmnq 
setting for preparing yourself for this job, what would 
influence your decisi.^n the most? 

* jj^j no opinion 

tradition combination data or unknown 



1 2 3 4 5 



8 70 
[T 2 3 4 g] 



(3) 8ased on your knowledge and experience in this job what 
inetho<f of training would yoo have recomnended for yourself 
prior to entering this job? 

oj:. . . 1 

CL . . . 2 
COKB ^ ^ 3 
HO OPINION . . 8 
[1 2 3 4 9] 

comment (s J 



7t 



Evaluation of Trciningf i-ijj, 

(1) During your training which performance skills were 
expected of you (i.e. you were required to perform 
these tasks satisfactorily)? penorm 

(a) Daily living skills: 

(fependable and reliable ] * 

neat and dean ^ s * 

self-toilet 3 » 

self*eating ^ ^ 

self-dressing ^ 

maintain health 

transport self^ independently 13 

unknown* don't know . . .98 

[1 2 3 4 9] 
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Deck 3 



(b) Social skills: 

relate to others 1 

possess a social philosoptiy on "acceptatlce'^ ... 2 

courteous* appropriate behavior 3 

exercise self-control 4 

fulfill obligations 11 

adjust to environmental circumstances 12 

loyal and* trustworthy 13 

unknown* don't know 98 

tl 2 3 4 91 

(c) Work skills: 

on time for work. 1 

maintain attendance 2 

communicate clearly and accurately with others. * . 3 

follow directions 4 

dejnonstrate perseverance 11 

complete assigned tasks satisfactorily U 

unknown* don't know 98 

n a 3 4 9) 



17 
1« 

U 
If 



)0 
11 
IS 

11 

a^^^is 

1«*)7 

3e.i« 
«4 



coninent(s) 



iZ) In which training setting(s) were these skills assessed? 
(a) Da^ly llvlna skills: 

ftJT 1 

CL Z 

COMB .... 3 

m 8 

(1 2 3 4 9] 
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Qeck 



(b) Social skills: 



OJT, , 


, , 1 


CL . . 


, , 2 


cm . 


, , 3 




. . 8 


[1 


2 3 4 9) 


OJT. , 


, , 1 


CL , , 


, , 2 


COMB , 


, , 3 


Ul*K, , 


. . 8 


[1 


2 3 4 9] 



co(Tinent(s) 



QuaHty and Speed f^elated Criteria 

a. Kuniber of Trained Personnel {Required: 

(1) The largest number of trainees actually in training at 
one time when you were ^n training was: 

Number of trainees 



Unknown 9998 

n 2 3 4 91 

(2) Considering the nwmber of trainees in your program which 
niethod of training i^ould you have preferred? 

OOT, , * * 1 
CL . , , . 2 
COt^ , . * 3 
rio opinion. 8 
[1 2 3 4 9J 

cocnmantis} 
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b. Persistence of Demand for Trained Personnel; 



Deck 4 



(1) Based on your knowled9e> persons with your type of training 
background will be needed for this type of Job 

seldom periodically frequently unknown 

12 3 4 5 S i 

112 3 4 9) T 

(2) The average annual demand for persons with your training to 
fill jobs of this type is 

low medium high unknown 

12 3 4 5 B « 



[1 2 3 4 9] * 



coninent(s) 



c* Need to Minimize Training Time: 

(1) What was the average number of months to train a person in 
your job skills? 

Number of months , , 
Unknown 9998 

11 2 3 4 9] It 

(2) If the period of time far your training had had to be reduced* 
which method of training would have best prepared you for your 
job? 

OJT 1 

CL 2 

CO«S < < * < 3 

UNK 8 

[12 3 4 9] *• 
comment(s) 
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State of the Business Cycle; 

0) Twelve month; after completing your training were you earning 
ft competitive wage, i.e.* a wage conmensurate with your sh^Hs? 




17 



Yes 1 

«o 2 

Uhk . . . . 8 
[1 2 3 4 9] I* 

(2) If yest what was your hourly wage rate (e.^.t SKOO/hr)? 

wage rate: i^^tz 

'Jnkfiown 9998 
II 2 3 4 9] 

(3) In your cpifiion» if there were a high demand for persons to 
fill Jobs similar to yourst in which training setting would 
Uiey get the most essential training in the lerst amount of 
time? 

OJT 1 

CL Z 

COHB . . . . 3 
HO OPINION . 8 

(1 2 3 4 91 ^' 
co«nment(s) 



17 J 
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a. Job Related Criteria 
a* Frequency: 

(1) In Choosing tasks to be taught in a training program it fs 
usual to teach tasks which are performed iv, a job by most 
workers and not to teach tasks v*hich v^orters rarely perform. 

(2) To what extent did the $k1ll tasks taught in your 
program cofrpare to those required of you on the Job? 



very no opinion 

the same different different or unknown 

12 3 4 5 8 

11 2 3 4 91 



CDninent(s) (If other than **r' and "8", expUin) 



(3) The tasks which you perf5&rm on your job at least 
once every week are easier to recall and perf5&nn 
when taught 

OJT 1 

CL 2 

COMB 3 

Ho Opinion * . 8 

U 2 3 4 91 

CORinent(s) (If other than "8", explain.) 



b. Crittcal1t;y; 

(1) The potential safety hazards or the risk to injury or damage 
In your training program to yout the equipment) or the 
facilities was 

low medium high unknown 

1 2 3 4 5 8 

11 2 3 4 91 



-18- Deck^ 

(2) If your job had subjected you to potential safety hazards or 
risk of Injury^ which training method do you believe would 
best prepare you for the hazards of your job? 

WT 1 )2 

a 2 

COMB , , . . 3 

ttO OPIHIDH . 8 



[1 2 3 4 91 

co(ttnent{s) 



Uniformity: 

(1) During your traini-^Q, how inuch emphasis was placed on job 
tasks being performed exactly the same way everytime? 

unimportant borderline Important unknown 

12 3 4 5 8 *' 

tl 2 3 4 91 *■ 

{2} If a requirement of uniformity had been a competency to be attained 
in your training^ which method of training would you choose to 
develop this skill? 

WT 1 * 

CL 2 

COMB , , , . 3 
HO OPINION . 8 

tl 2 3 4 9] > 



169 



-19- oeck 4 



Coniplexlty: 



(1) Tn your training program hOM many days did It take fjr you 
to learn a conrplex task to acceptable* quality standards? 

number of days: 

unknown 998 

(12 3 4 91 

(2) If given the cho1ce» which method of training would you have 
chosen to learn the most complex task{s) of your Job? 

m 1 

CL Z 

COHB . , , , 3 

KO OPIKION , 8 

[12 3 4 91 " 

(3) Which method of training would you have chosen to learn the 
least complex task(s) (easy to learn) of your Job? 

m 1 

a 2 

C0M8 * . , . 3 
HO OPINION . 8 
tl 2 3 4 91 

commen':(s) 



Oudgemant of Performance of Graduates: 

(*) Upon ccnpletlon of training and the attainment of employment^ 
how many months after employment were you promoted to a higher 
status Job or received a wage Increase due to your perfonnance? 

number of months 



unknown 98 

(I 2 3 4 91 
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(Z) Us1n9 your peers as ^ in€asure» did these fellow workers 
receive their promotjons In a sltnllar period of time? 

Ves 1 

No Z 

Unk 8 

II 2 3 4 9] 

(3) Based on your experience which tra1n1n9 method would you hav€ 
preferred to 2ttafn tne maximum level of competency in the 
period specified (re: q, Se(l))? 

m 1 

CL Z 

COHG 4***3 
NO OPINION * S 
(1 2 3 4 9] 

cofRnent(s) 



Oeck 4 



94 



SI 



SI 



Passage of Time: 

(1) Were you retained In your training program because a job was 
not readily available? 

If.is 1 

No 2 

Unk a 

11 2 M 91 

(2) What was the time interval t in d^s» between the completion 
of your draining and Job placement? 

Number of days 

Unknown g9ge 
ll 2 3 4 9} 



51 



9^ 



99 -SI 



9« 



1 

J. O 




4 



171 



-21- 



Oeck 4 




(3) [If itmediately employedt go to next question* Q. Sg* p. ZZ.] 

What prevented your immediate euiDloynierit after traifilfig? 

a. Kasnily sheltering 1 

Uck of sell -courage Z 

ttet aware of how to seek employinent 3 

d^ lack of encouragement by h1r1n9 authorities 

in coamunity ^ 

e. En^loyment In your fi^ld of interest was 

not available 5 

f^ No eniployinent of any type was available 6 

[1 2 3 4 91 

(4) An uoacceptable loss of potential job efficiency occurs w.Nen 
the time interval between graduation ard actual Job entry 
exceeds a given period of tims+ Oic you experience a loss of 
job efficiency upon eiipK^iTant?. 

Yes 1 

Ho Z 

m 8 

n 2 3 4 9J 

{ S) Using your peers as a measure, did your fellw workers express 
a similar experience? 

Yes 3 

No . * * 4 

Unk 8 

11 2 3 4 9] 

( $ Which job skills were effected the most? 

None 1 

Wlex Z 

Easy to learn . - 3 

Unknoi^n 8 

11 2 3 4 9] 



«0 

42 
' «4 



47 



4$ 



71 
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(7) If the time Interval between training and work actually makes 
3 difference In your job performance* which tnethod of training 
would you have preferred to best retain your job skill 
proficiency? 

OJT 4 

CL 5 

COMB . , . . 6 

NO OPINION. . 8 

(12 3 4 9) 

ccninent(s) 



Instrumentality: 



(1) The percent of tasks you are expected to perform that require 
skills in reading^ coiiiputing^ and/or speaking is 

80 - 99, . , 1 
60 * 79, - - 2 
40 - 69, , , 3 
20 * 39, , . 4 
00 * 19, . , 5 
[1 2 3 4 9J 

(2) Which method of training would you have chosen to acquire 
basic educational skills to perform your Job? 

OJT 1 

CL Z 

COMB , - . , 3 
[1 2 3 4 9] 

coflinent(s) 
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h. Qualfty Control: 

()} After e>npioyment the average time in days required for you to 
learn to produce v^^rk' of acceptable quality was 

Ho. of days 

Unknown 9^^^ 

[12 3 4 9] 

(2) In this job the requirements for produc1n9 work of acceptable 
quality is 

difficult borderl ine easy unknown 

12 3 4 5 8 

[1 2 3 4 91 

conmentts) 



Ports of Entry: 

(1) Which method of access was used In your placeinent? 

a^ Department of Rehabilitation Services 01 

b. Sheltered workshop 02 

c* Public school placement office 03 

d. Private placement office 04 

e. State/Federal placement office 11 

f* Media (e.9^t radio* TV* newspaper* magazine) ^ . . 12 
9^ Referral by a tra1n1n9 authority (Explain!). ... 13 

Personal contact wlUi emplcy1n9 authority 14 

1* Unknown 98 



[1 2 3 4 9] 

(2) Upon completion of tra1nin9 were you certified (awarded 
a certificate or diploma) to Indicate the completion/ 
attainment of a specified skill/vocation? 

Yes 1 

Ho 2 

Unknown. ^ . . 8 

[12^49] 



174 



-24- 



Deck 5 



(3) Old a licensing board or agency control your entry Into 
this Job? 

Yes. ... 3 
«o . . . . 4 
Unknown. . 8 
II 2 3 4 9) 

mote; If response is "4" or '"Z", skip to Q. 9.] 

(4) Old the board or agency regulate (detennlnej the amount of 
training required for job entry? 

Yes. , . . 1 
No .... 2 

Unknown. . B 
n 2 3 4 9] 

(5) If an agency specified the n*ethod of training* which did 
they specify for your job? 

OJT. . . . 1 
CL . - . , 2 
COMB ... 3 
n 2 3 4 9] 

ccNirQent(s} 



17 



2a 




Respondent's Occupational 0ecision*?<3king Criteria 

a. Mhich placement means gave you the greatest feeling of 
Independence during your job selection process? 

(1) Department of Rehabilitation Services 01 

(2) Sheltered wrkshop , 02 

(3} Public school placement office ^ 03 

(4) Private placement office 04 

(5J State/Federal placanent office tl 

(6) Kedia (e.g.* radio, TV^ newspaper) 12 

(7) Referral by a training authority 13 

IB) Personal contact with an employing authority ... 14 

(9) Unknown 9B 

i: 2 3 4 9] 
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Prior to choosing this job/ occupation to what extent did you 
explore other opportunities in the job market? 



passive 
1 



average 
3 



active 
5 



no 
opinion 

8 

[1 2 3 4 9] 



2i 



co(iinent(s) 



What factors were essential elements In the decision-making 
process when this job/ occupation was chosen? 





. ,1 


17 


geographical stability. . . 


11 


1^*.* s 






29 




12 


3«-lT 


aptitude 


, ,3 


29 




13 


la"'!* 


career advancement * 


. .4 


10 


role of an ideal person . . 


14 




career stability . * 


. .5 


it 


role of someone admired * * 


15 


^2-^1 




, ,6 


32 


self*perception of role * * 


16 


S 




, ,7 


11 




17 












18 










[1 2 3 4 9] 




58 


comnentCs) 













To what extent were you aware of job incentives^ e*g, , dependent 
and/or retirement benefits* insurances* vacations* etc** prior 
to your first employment? 



d. 



Uninformed 
1 



Infortned 
3 



very 
informed 



coninent(s) 



unknown 
8 

[12 3 4 9] 



St 



Deck 5 



.e* Were Job Incentives an essential element when choosing this 
job/occupation? 

Yes . * . . 1 

No 2 

No opinion, d 

[1 2 3 4 9] 

coninent(s) 



Respondent's Background Criteria 

a* Solicitation: 

(1) Hany handicapped persons experience either over sympathetic 
acts of pity or extreme acts of apathy from persons with 
whom they have frequent contact. Did you experience 
either of these acts? 

seldom periodically frequently unknown 
1 2 3 4 5 8 " 

[1 2 3 4 9] 

(2) tif the response to 10 a(l) was "r*, complete this question.] 
What affect do you think this lack of attention) whether pity 
or apathy* had upon your skill development? 

no no 
unfavorable affect favorable opinion 

1 2 3 4 5 B S7 

n Z 3 4 9] „ 

(3) [If the response was "T, ■•8'* or "9'*, to q. 10 a(l) go to 
Question 13 a(6).; Which act did you experience aost 
frequently? [Choose only one.] 

acts of pity. . .1 
act^ of apathj- .2 

[12 3 4 9] «4 

(4) !n whidt environment were these acts most frequently 
experienced? 



home 01 

high school (gr's: 9-12) 02 

vocational/technical school (9r's: 11 12) . . * .03 

post-secondary school (gr's: 13 - ) 04 

advocates 05 



placement office(s) n 

sheltered workshop IZ 

work site of wark establishment 13 

classroom/ laboratory of work establishment 14 

labor union hall or school 15 

unknown 

(1 Z 3 4 9] 

(S) How do you think your skill developnent was 
affected by these acts? 

No No 
Unfavorably Affect Favorably Opinion 

1 Z 3 4 5 8 

[12 3 4 9] 



(6) WhoA'hat had the greatest influence In helping 
you gain Independence? 

self-perception of ability oi 



encouragement to work 02 » 

economic Pressure within family unit 03 

"negative" conn»eftts by others 04 

encouragement by an advocate 11 

encouragement by training authorities \2 

encouragement by employing agencies/autiioritles^ , .13 

encouragement by family member^, 14 

unknown 98 

{1 Z 3 4 9] 

b. Preferred Learning H&thod(s): 



(1) Which training method would you have preferred for 
leading skills of your job? 

ftJT . * . . 1 

a Z 

cm. * . . 3 

m OPINION. 8 
[1 Z 3 4 91 
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Oeck 5*6 



(2) With which agency{ies) did you receive your training? 



(a) work sita 1 

(t>) work si':e CL Z 

(c) combination of (a) 

and (b) 3 

(d) union hall/school . , 4 



(e) VOTEC school 1 

(f) high school 2 

(g) home 3 



(h) post*secondary school ' 
[12 3 4 9] 



4 



(3) Which agency{ies) would you have preferred for training? 



(a) work site 1 

(b) work site a 2 

(c) combination of (a) 

and (b) 3 

(d) union hall/ school . . 4 



(e) VOTEC school 1 

(f) high school 2 

(g) home 3 

(h) post-secondary school , , 4 

n 2 3 4 gj 



(4) To what extent did you share in the decision of selecting the 
training setting for this employment? 

no 
opinion 



passive 
1 



average 
3 



active 
5 



d 

n 2 3 4 gi 
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(5) The agent/person tftdt selected the training setting was your 

counselor ^ ' 

administrator Z 

trainer 3 

esnployer 4 

parent 5 

self £ 

unk 8 

[12 3 4 9] 

(6) Did you have the option of choosing other prograins for 
Job training? 



Yes 1 

«o 2 

Unk 8 



(7) If yes» which programs can you racall? 

Training Program 
Training Progran 
Training PoJgrant 
Training Program 



11 



[12 3 4 9] 


u 




13-M 

u-i« 


( ] 


I ] 




I ] 




I ] 




[1^ 3 4 9] 


it 
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Dlsabllltles: 

Respondent's condition, (Circle^ but do not askJ 



Handicapped level 


Mild 


Moderate 


Severe 


(1) Physical 


01 


02 


03 


(2) Cognitive 


04 


05 


Ofi 


(3) Visual 


07 


08 


09 


(4) Auditory 


10 


11 


12 


(S) Emotional 


13 


14 


IS 


(6) Speech 


16 


17 


18 


(7) Multiple* 


19 


20 


21 



conmentfs] 



Pintles and Aptitudes^ 

In your opinion at what rate do you acquire sklllsT 

no 

slow average fast opinion 

1 2 3 4 S 8 

[1 2 3 4 9] 

comment (s) 

Prior Experience: 

(1) The job relevant* task performance behaviors which you 
had before entering training were 

few average many unknown 

] 2 3 , 4 S 8 

[1 2 3 4 9] 

*[tescr1be in cocmtent section. 
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(Z) 0urin9 this Interview were your earlier training method 
selections decided upon based on your pre*training [deflnej 
experience? 

Yes 1 

tlo Z 

(12 3 4 9] 

(3) Year of entry Into current job 



Deck 6 



3: 



[12 3 4 9] 



3« 



coitmentCs] 



tl. Respondent's Demographic Criteria 
a. In what year were you t)orn7 

b+ In what year were you Impaired? 



tl 2 3 4 9] 



(1 2 3 4 ^) 



Uhat was the avera9e annual family income from the time of your 
impairment until you became self-supporting? (Adjusted to 
current inflation level*) 



i»3 



hi 








Less than $10*000? 


. . Z 






Less, than 540,000? 


^ ^ i 






Was It $60*000 or more? * * 


* , 6 


Unknown 




11 z 


3 4 9] 



5^ 



19 
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Racial /EtJwlc Background (Clrc.e^ but do not ask.) 

Afro-American 1 

Asian-American 2 

Eurasian-American 3 

European-American 4 

Latin-American 5 

Katlve American 6 

Se;< (Circle* but do not askj 

Kale I 

Female 2 

Influence of impairment (circle^ but do not askj 

(1) Handicapped 

At birtft 1 

Darin9 pre-adolescence. * * 2 

Durin9 adolescence 3 

DuHn9 post-adolescence . . 4 

(2) Disabled 

Before employment 5 

After employment * S 

Year of first part-time employment was 

n 2 3 4 9} 

Year of first full-time employinent was 

[12 3 4 9] 



SI 
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1- If you have had employment prior to thiz present 
Job» please 1<!cntify the type of job, jnetho<! of 
addltfondl trdining^ and the nuinber of inonths in 
that employment. 



Type of Job 



Method 



CUT a COMB 

1 2 3 



f 




1 




f 


1 








13 






f 




1 




t 


1 














f 




1 




t 


1 








1* 






f 




1 




( 


1 















n 2 3 4 91 



END OF QUESTIONNAIRE 



•4 h 



1 

} 
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1 

Firm 



{FOLD/CLII>-OFF HERE) 

RESrPHSE CDNFIDEHCE COPE 

Z 3 
Ch«nged Unsure 



4 

Refused 



9 

Ho Data 



ERIC 



TIME RECORD 

Interview ended 

Interview begin 



7 



(period) 
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s/sm 



TOCmOH&L AND TECHtllCAL EDtJCATIOK 

imzAss or tsmcxiiomL research 
tmxvERStrr of luniois 

VALIDATION Of 0ECISIO;^-MAKING CRItEItU WORKER) 
* Quastioniuixft ^ 



Fat Office tto« 
Quest. ^ 



Study f 435 



Deck L 



Stctioo I - A^otinistntive 



L* tUne (leett titst, 

2. GeografliiceX toc^tioot _ 



Jot» Category of Respoadeat: 
005 076 090 on 094 099 UO 
159 160 165 169 LS3 193 202 
210 213 249 260 274 323 929 
5+ Type of Treining Exptrlencedi 



t 



4+ Coodltioii XapeiraeatLt 

FbyeicAl L 

Cognitive 2 

Viiuel 3 

Auditory 4 



] 7*« 



11 



Oi^che^job < - * + 
dmeetooo/ Lab o r«it oqr 
CbablBAtioti 



6^ Definitioiisi 

''Trtiaiog"* Is the mlqlmia tcctptable pttsoael dtvelopoent required for Job 
plecenent or Job tdvtncement' It involves tht pLactt time end loethoda thet tte 
tsstotiei to dfvtlop physic and aental skillet fcnowleUge and attitudes^ 

''On-the-job cralning"(OJT) aaeoopessas all ScoowLadge and Job experience 
acquired by e ttalnse as a tasult of uotking at har/hls assigned Job. 

"Classroom/laboratory training" (CL) Is traditional or conventioruil 
dasarooft ot Laboratory Irstruotioa In which the instructor and sttidf.nt regularly 
fleet at a Specific tline and plana fbt the ptisary purpose of teaching and learnings 

*'Coabinntion" (CQMB) Is both OJT and CL oedtode usad together fot individual 
developa«iit+ 

''inpalrlng Condition''^ 

Fbyiical - loss of ability to ttovt part or parts of body. 
Cognitive - cental retardation^ 

Tleual * in bott^ ayesi Loss of perlphatel vision* tatctlotlon of 
visual fieldt or blinds 

Auditory - herd of heerlag or daef in both aarst daafnass nitb or 
vltheut understandable spaach. 

"Tocatlonal" skills /coopatancias are those general or specific skills and 
knottUdges whida ata salebla on e breed or a "£it&** specific Job aerket* 
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-2- Deck I 

S^tloa II - Criteria for placement of Perdotu ^tb Hatidlcapfi la a Specified Training Setting 

Llited alphabetically In this section are the "decl^ioa-aaklag" criteria which adiolnlstra- 

tora» counselor^^ eiapioyersi instructots and workers hive reportedly uaed or presumed were 

nted when detenadning the Plaoeaent of persons wlch handicaps In the "laast restrictive*' 

vocational training setting* tn your opinion please evaluate each criterion by circling che 

ntffietlcal value on the seven*polnt scale which Indicates the ertent to which you believe a 

criterion was need when selecting che training setting for JC^r vocational developvient^ 

end on the flv^polat scale [In brackets) indicate che extent to which vou believe che criterion 

should have been used* For example: ~ ' - 

Very Hot Not Very 

^' *^tfeyg Si Often S; Often 4i Sometloes 3i Often 2i Often 1: Never 
Osed Osed Used Used Used Uaed used 

(5i Always 4^ Often 3^ Sooetlmes 2i Not Often li Neve r l 

Used O^ed ^ed Used used . 

Bencei 

' '*a given criterion'* ^sfD-S^JiO*-?^-^^* 

A selected position of "6" toeans chat che criterion wes very oj^ten usedtsnd the selected 
position of aeans chat you believe chis ctlterion should have been often u sed * 

Criteria ased 7t JOtjlO*-25j.;_ 

A» Abilities and Aptitudes * the choice of training method 
has often been determined by the abilities and aptitudes 
of trainees* Th^ expected developoient of Individuals In 
e specific aptitude Is considered by oost experts to be 
an educated ^sa+ Consequently^ this nakes difficult 
the choice of training oethods for Individuals according 

to chelr abilities and aptitudes * * ^*J***,S;jl;^3;J;^l;^ ** 

B* Ataoephere (Heallty of - creetlnn of a slaulated work fSJ*AOs*,2i^l;J 
setting where factors pertaining to the pressures of che 
vork site su^ as development of attitudes towerd shift 
ttorkt perfoning work holidays* vorking under pressures 
of anxiety» and responding to job environnencal pressures 

of too little claie» and too many denands ^**,^*-S;^4:^3t^2i^l;^ ^* 

C, Business C/cle (state of - che extent to which che ISU^O**2i_l;J 
econoigr Is able to support full eDploymenc for all +hose 
desiring to work^ "The healch of che economy affects 
evetyone» but che tnpacts are greatest for che groups la 
che labor force chsc are lease prepared for or capable 
of work and lease desired by eaployers^'* (Levitan A 

Tegiartt 1977» p* 95) ^*jSs*.S»Ji**.5**20U 
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Criteria 



Used It 6t 5: 4t "3: 2t 1: 



'-Used 



D* Cip«blIlC7 * QMxlioug nuD^At of personnel wbo can t»e 

traiiiiitg et any point In tlote without causing "unacceptable** 
de^rededoa In the quality oc skills attained and without 
ctuslng ''unacceptable** loss in productivity 

Cdttpiexlty - most teediers/ins true tors believe there are 
two ujor coaponeats to leemlng difficultyi flrstt the 
difficulty of Che task and second* the difficulty of 
leemlng due to trainee characteristics + For example! 
cooplex tasks are usually more diCCicult to leam because 
of the loportance to oarry principles and procedural 
sequences while developing motor skills 

F* Coet - relat i ng to facilities* personnel, resources* 

eaterials* equipoent* transportation* persooal atcire* * - 

Crltlcality * for exaopie* if a task anist be accomplished 
In an emergency and if the probability of being able to 
perforv the task adequately without training is low, a 
nejor question aay be vhith method of training will best 
ptepaie the trainee to perform essential skllle under 
high risk conditions 

E* Oenand (Persistence of + + + for trained personnel) * the 
long-term job requiranent for trained workers inay Influence 
the use of one training setting over another 

I* Disabilities - it is believed that a tralnee*s type of 
disability will have a sighificant influence upon the 
length of time required to attain a desired level of 
competence* Thereforet the choice of training setting 
will be influenced by the trainee's handicap * 

J* evaluation - Appraisal of the quality of training 

provided during the course of Instruction 

K* Frequtncy - tasks that are performed frequently by most 
Job Incumbents at a given skill level are prime candidates 
fox inclusion in most training programst and conversely* 
taeks that ere perfonaed infrequently* should be 
ellmlnatsd from some training ptograas 



L* lietory and Pragmatism - smpirlcal data are seldom used 
when deciding whethet ^to teach a competence on*'Che**Job 
or in a classroom/ laboratory setting* $oma training 
auchorltles uaa their experience in deciding which train* 
Ing ttithod to use in a particular case* However* there 
ere auchorltles from the other **caop** who chose the train* 
ing method based on tradition* i*e* **they hed always done 
it chet w*y* 



7: 6: 5!_40*_2',^*- ** 
IXjX 5: 4! 3:_2! It 



7 *J !-5 O * ' 

t5:_4t_3O:_l0 ** 

It 6t 3t 4! IX Zx 1! »* 



7!j5t 3: 4! 3t 2!_1! 
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Crlcerli 



it. 



0. 



0* 



loitrumeittality - xeiexs to skills in reiding* computing ^ 
■ud conmuDicating which ire difficult co teach In con- 
junction vith Qost occupation^/ vocational training prograna* 
th< Iclnda of Jobs wliich tfiXl be availablt to cha trainee 
jhould ba aaaXyeed to datennlne which adjunct skills are 
naceasaty for further liamlng or for adapting to Job 
changaa + + + 7: 

Laaralng Hbdea (Prefarxed - che tralnee*5 Preference 
for a apadfic mechod of training to acquire specified 
coBpetenclas should be caken iato consideration when cha 
clrcumtances petmit ^* 7; 

Paaaage of Tlaa ■* the time Interval between completion of 
craliilng and thi Initial performance at work may have an 
iopact on quaXitativat lons-cem perfotvattca on*the^Job. 
Soae researchers have senetall^ed chat handicapped traln^ 
sea who receive oa-*che-*Job training seldom riqulra ra» - 
training* regardless of tline Interval becvean training 
and placefflent I + + + + +^ 

Perfonahce (Judgtaent of *** of graduates) * chs * 
prefarence of one training a^chod over anochsr nay bs^ . ^ 
determined by chs psrforoance of graduates after pla'^ ^ 
nanc on-th^Job t * * 

* . 

Personnel (nuobsr of *** to be trained) - chs nufibsr of -'"^ 
trainees chsc flow through s coursa or courses of 
Instruction oay be affscted by trainee and inatructor j[ ^ ^ ' 
timt us* of squipn«nc» oatsrials and facilities ^ ^ 

Policy (Philosophy and ■* Inatitution's philosophical 

bsUefs, past axpsrlenceSt fada of che cliaet and/ot 

*^scauas it ssaMd to work** policy 7; 

Port* of £ntry - soae occupational entry ie .controlled 
by scate/federal licensing boerds end che aaounc and 
sechod of training is regulated by chese agencies 7; 

Prior Erperlence - strongly releted to che aaount of tine 

a person requires to leem Job casks is che aoount of 

prior experlencea s/ha has hed In acquiring job relevant 

behavior 7i^ 

Quality Control * IS? declaion-*oakars hevi an Interesc 
In making che appcoprieta choices among the skill develof>-' _ 
aanc eourcee to insure chats is a high degree of pcobability 
that che craiaee will laam to pcoduce work of accepCeble 
quality In a reasonable period of time 7$ 



3: 2t_l: *■ 

"3:^2* in ** 



6t 5t 



3;_2t 1: 
■3t_2;_lO 



6t 5i 4: 3t 2t It 

6;3» 3; 2t It 
T5tJit23t*2riO 

6t 5t 4t 3t 2; It 
T5»"*4»"'3; 2rit^| 



jSt 5; 



3t 2; l; *■ 

3; 2; It " 
J;^2t_lO 



3; 2; l; 

■3r2riri 



6: 5: 



3;_2; It ** 
;3;^2t"lt3 
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Criteria Used Ix 6t 5t 4t 3! It ItJ!^^. 
*^ ^ — — Paed 

Itesourcas (Av^ilabUlcy/aultablllt? of physical 
• acqulaidont and use of aubsclcuce equlooenc aad 
coadldons vhich siauXaca tb« anvironmani:- which vill 

ba aacouncarad oa^tha-^job 7;, 6; 5; 4; 3; 2; J 



SI 

St 



Sftraaoing D«vlca in aoot Job training prog^a&s Cloa 
is allocated for tha complaclon of securtcy chacka and 
for aasastlng tha raliabilicy of tha crainea's performaace 
In difficult sicuadona which arlaa infrequcncly on-tha- 

job 7; 6; 5; 4; 3; 2; 1; ** 



[5; 4; 3t 2: i; 



ss 



X+ Soiicituda * handicapped cralnaast dapendtng upon prior 
training and axparienca^ may saak or aak for mora 
tup{H>rt Chan their handicap appears Co varranc+ Nomally, 
this avar dapandanca is due to excassiva cara or cancam 
by others in tha paac* Authoriciea choosing tha cralnlitg 
satclng Qoai: weig^ this factor In thair dac is ion-soaking 

procaaa ^•J^*J5j^*J^3*_,2*«,1*_^ 



t50U3t 21 It ] 



II 



Tloft Cttead to nlnioisa crainlng * tooat instancaa 
diccata a need Co vctnlalza training el;aa, for axampla. 
whan "tha demand for trained parsonnel far excaada tha 
supply* Conaaquancl7t the training !Qathod choaan «ay 
Impact upon tha aauunt of dma allocated for developing 

an individual's akilla , 7; 6t 5i 4: 3i 2; 1: *^ 

t50*_3i_2;_l0 

Z* thiformitr - trainaas can ba required to learn all cypaa 
of tasks they naad Co parfom on-pthe-*job > but the oathod 
of training which best prepares the trainee to perform 

these tasks in a acandardiaad maimar oust ba considared+ 7; 6iJS;Jii^3;^2;^l; " 

t5;jtt_3!_2t_i:3 ** 

Cbmmant<a) 



II y I 



Intarviatf Record 



Data: / / 60 Intarvietfer 

Ti«! AM/PH 

?iad5 



(Began) 

Slapsad Xlnat 



2' 
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For Office Use 
Quest & ^^^^ 
Study tf _22KZ 



BUREM} OF EDUCAXXOKAL it£S£ARCH» UNIVERSXXY OP XLLXKOIS» URBAHA 



CRXXERU USED XN SCHOOLS AND XNDUSTRXES WHEN SELECTXNG VOCATXOHAL 
TRAINXN6 METHODS FOR HANDXCAPPBD PERSONS 

QUESTXONHAXRE - NATIONAL 
(PHASE XX> 



X« Participant 





Job Title 


f 1 


7-9- 


AB. 


Total Hontha In Present J^b 


t 1 


10-12 


AC. 


Agency 


t 1 


13-15 


AD. 


City/Town and State 


I ] 


16-17 


AE. 


Handicap Population Experience 


t 1 


18-19 



XX* Queatlona (Xnatructlons: Xndlcate your choice of criteria by circling 
the nmnfeer next to each alphabetized atatement.) 

A. Coat - relating to facilities) personnel^ resources^ 

oaterlala^ equipment^ etc 1 0 

B. Capability - maximum number of personnel who can be In 
training at any point In time without causing "unacceptable" 
degradation In the quality of skills attained and without 
causing ^'unacceptable*' loss In productivity 

C* Policy (Philosophy and - Inatltutlon's philosophical 
beliefs^ paat experlencea^ fads of the tlme» and/or 
^^ecause It seemed to work" policy ^ 

Reaources (Availability /suitability of physical 
- acqulaltlon and use of substitute equipment and 
conditions which simulate the environment wh^lch will 
be encountered on-the-job 

E« Atmosphere (Reality of - creation of a simulated 
work setting where factors pertaining to the pressures of 
the work site such as development of attitudes toward 
shift work» performing work on holidays* working under 
preasures of anxiety, and responding to job environmental 
pressures of too little time* and too many demands 1 0 

F+ Personnel (Number of + + - to be trained) - the number of 
trainees that flow througfi a course or courses of 
Instruction may be affected by trainee and Instructor 
time* uae of equipment* materials and facilities 1 0 

6+ Demand (Persistence of for trained personnel) - the 

long-term job requirement for trained workers may Influence 
the use of one training aettlng over another 1 0 



2:o 



I 0 21 
X 0 22 

X 0 23 
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Time (Need to minimize training most Instances 
dictate a need to minimize training time, for example, 
when "the demand for trained personnel far exceeds the 
supply"* Consequently, the training method chosen may 
Impact upon the amount of time allocated for developing 
an Individual's skills 

I* Business Cycle (State of - the extent to which the 
economy 1$ able to support full employment for all those 
desiring to work* "The health of the economy affects 
everyone, but the Impacts are greatest for the groups 
In the labor force that are least prepared for or capable 
of work and least desired by employers/' (Levltan & 
Taggart, 1977, p* 95) 

J, Frequency - tasks that are performed frequently by most 
job Incumbents at a given skill level are prime candidates 
for Inclusion In most training programs, and conversely, 
tasks that are performed Infrequently, should be 
eliminated from some training programs 

K* Crltlcallty - for example. If a task must be accomplished 
In an emergency and If the probability of being able to 
perform the task adequately without training is low, a 
major question may be which method of training will best 
^ prepare the trainee to perform essential skills under high 
risk conditions 

L* Quality Control - lEP decision-makers have an Interest 
In making the appropriate choices amortg the skill 
development sources to insure there Is a high degree of 
probability that the trainee will learn to produce work 
of acceptable quality In a reasonable period of time < * * 

H* Instrumentality - refers to skills In reading, computing 
and communication which are difficult to teach In con- 
Junction with most occupational/vocational training 
programs^ The kinds of jobs which will be available to 
the trainee should be analyzed to determine which adjunct 
skills are necessary for further learning or for adapting 
to job changes 

W+ Prior Experience - strongly related to the amount of 
time a person requires to learn job tasks Is the amount 
of prior experience s/he has had In acquiring job relevant 
behavior 

0^ Abilities and Aptitudes - the choice of training method 
has often been determined by the abilities and aptitudes 
of trainees^ The expected development of Individuals In 
a specific aptltu4e Is considered by most experts to be 
an educated guess^ Consequently, this makes difficult 
the choice of training methods for Individuals according 
to their abilities and aptitudes 
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Tine (Need to nlnlinlze training ...) most instances 
dictate a need to minimize training time, for example, 
when ''the demand for trained personnel far exceeds the 
supply". Consequently, the training inethod chosen may 
impact upon the amount of time allocated for developing 
an individual's skills . . . 



Business Cycle (State of ...) - the extent to which the 
economy is able to support full employment for all those 
desiring to work. "The health of the economy affects 
everyone, but the impacts are greatest for the groups 
in the labor force that are least prepared for or capable 
of work and least desired by employers." (Levitan & 
Taggart, 1977, p. 95) 



Frequency tasks that are performed frequently by inost 
j^b incumbents at a given skill level are prime candidates 
for inclusion in most training programs, and conversely, 
tasks that are performed infrequently, should be 
eliminated from some training programs 1 

Criticality - for example, if a task must be accomplished 
in an emergency and if the probability of being able to 
perform the task adequately without training is low, a 
major question may be which method of training will best 
prepare the trainee to perform essential skills under high 
risk conditions ^ 1 

Qualiry Control * lEP decision^makers have an interest 

in making the appropriate choices atnortg the skill 

development sources to insure there is a high degree of 

probability that the trainee will learn to produce work 

of acceptable quality in a reasonable period of time ... 1 

Instrumentality - refers to skills in reading, computing 
and communication which are difficult to teach in con- 
junction with most occupational/vocational training 
programs. The kinds of jobs which will be available to 
the trainee should be analyzed to determine which adjunct 
skills are necessary for further learning or for adapting 
to job changes 1 

Prior Experience - strongly related to the amount of 
time a person requires to learn job tasks is the amount 
of prior experience s/he has had in acquiring job relevant 
behavior 1 

Abilities and Aptitudes * the choice of training method 

has often been determined by the abilities and aptitudes 

of trainees. The expected development of individuals in 

a specific aptitude is considered by most experts to be 

an educated guess. Consequently, this makes difficult 

the choice of training methods for individuals according 

to their abilities and aptitudes 1 
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P. Disabilities - It Is believed that a tralnee*s type of 
disability will have a significant Influence upon the 
length of tlma required to attain a desired level of 
competence. Therefore^ the choice of training setting 
will be Influenced by the tralnee*s handicap 1 0 

Q. Learning Modes (Preferred ...) - the tralnee*s preference 
for a specific method of training to acquire specified 
competencies should be taken Into consideration when the 
circumstances permit 1 0 

R. Passage of Time - the time interval between completion 
of training and the initial performance , at work may have 
an Impact on qualitative, long-term performance on-the^ 
job. Some researchers have generalized that handicapped 
trainees who receive on-the-job training seldom require 
retraining, regardless of time Interval between training 
and placement 1 0 

S. Screening Device - in some job training programs time is 
allocated for the completion of security checks and for 
assessing the reliability of the tralnee*s performance 
in difficult situations which arise Infrequently on-the- 
job I 0 38 

T. History and Pragmatism - empirical data are seldom used 
when deciding whether to teach a competence on-the-job 
or in a classroom/ lab oratory setting. Some training 
authorities use their experience in deciding which train- 
ing method to use in a particular case. However, there 
are authorities from the other "camp*' who chose the 
training method based on tradition, i.e. **they had always 
done it that way*' ^ 0 

U. Evaluation appraisal of the quality of training pro- 
vided during the course of instruction 1 0 

V. Uniformity - trainees can be required to leara all 
types of tasks they need to perform on-the-job, but 
the method of training which best prepares the 
trainee to perform these tasks in a standardized 
cionner must be considered I 0 

W. Complexity " most teachers/instructors believe there are 
two major components to learning difficulty: first, the 
difficulty of the task and second, the difficulty of 
learning due to trainee characteristics. For example: 
complex tasks are usually inore difficult to learn because 
of the Importance to martry principles and procedural 

sequences while developing motor skills :1 0 ^2 

X. Performance (Judgment of ... of graduates) - the 
preference of one training method over another may 
be determined by the performance of graduates after 
placement on-the-job 1 0 
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Ports of Entry - some occupational entry Is controlled 
by state/federal licensing boards and the amount and 
method of training is regulated by these agencies . . * . 1 

2< Solicitude ~ handicapped trainees* depending upon prior 
training and experience* may seek or ask for more 
support than their handicap appears to warrant* Kor-* 
iDally* this over dependence is due to excessive care or 
concern by others in the past* Authorities choosing the 
training setting must weigh this factor in their decision- 
making process 1 
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CRITERIA USED IN SCHOOLS AND INDUSTRIES WI'IEN SELECTING VOCATIONAL 
TRAINIHG METHODS FOR HANDICAPPED PERSONS 

QUESTIONNAIRE - NATIONAL 
(PHASE II) 



General 

A« Definitions 

1^ '^Training'* is the minimum acceptable personal development required 
for job placement or job advancements It involves the place, time and 
methods that are essential to develop physical and mental skills, know- 
ledge and attitudes s 

2* "On-the--job training" (OJT) encompasses all self-study knowledge 
and job experience acquired by a trainee as a result of working at 
her/is assigned job^ 

3* "Classroom/laboratory training" (CL) is traditional or conventional 
classroom or laboratory instruction in which the instructor and student 
regularly meet at a specific time and place for the primary purpose 
of teaching and learnings 

4* "Combination" (COMB) is both OJT and CL methods used together for 

individual development* 

5* "Handicapping condition": 

a* Physical ^ loss of ability to move part or parts of body, paralysis* 

b* Cognitive - mental retardation* 

c* Visual - loss of peripheral vision, restriction of visual fields or 
blind in both eyes* 

d* Auditory - hard of hearing, deafness with understandable speech, 
deafness and unable to speak clearly* 

e* Emotional " mental oi^ emotional illness, history of treatment 
for either mental or emotional illness* 
f* Speech - aphasia, articulation errors, stuttering* 
g* t^ltiple " any combination of handicap condition* 
6* "Level of handicapping condition*': 

a* Mild - capable of independent functioning when provided guidance 
and training* 

b* Moderate- usually capable of attaining semi- in dependent functioning 
when considerable training and assistance is provided* 
c* Severe - usually remains dependent, requiring training in all 
areas of functioning, e^g* basic hygiene, language, and social com- 
petence * 
B* Background 

Most vocational competencies are taught to persons with handicaps 
either on-the-job or in a classroom/laboratory setting* If a decision 
weretobe made between the two methods or a "combination" of the two 
methods, the selection of the most appropriate setting could make a 
difference in trainee self-satisfaction and cost, in both time and 
money^ to all persons involved* The purpose of this questionnaire is 
to gain your assistance in validating identified criteria which are 
presumed to be common in the decision making processes when choosing the 
most effective training setting to teach occupational competencies to 
persons with handicaps* 
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C. Situation 

Given: You are a person in the role of a teacher/instructor, parent, 
adiainistrator, employer, counselor, or advocate x>f the handicapped* You are 
to participate in the joint development of an lEP (Individualized Edu- 
cation Program) for a handicapped person in a secondary or post*-secondary 
job training (occupational/vocational education) program* Tlie choice 
of training setting<s) will ^iffect this trainee's/learner's productivity, 
job safety, and viability in our society* Which of the criteria identified 
in paragraph II must be considered when choosing OJT, CL or COMB setting 
for the competency development of this handicapped person* 



II, Ques tions (Instructions: Indicate your choice of criteria by circling the 
number next to each alphabetized statement.) 

A* Cost relating to facilities, personnel, resources, materials^ 

equipment, etc* 10 

B* Capability - maacimum number of personnel who can be in training 
at any point in time without causing "unacceptable" degradation 
in the quality of skills attained and without causing "unaccept- 
able" loss in productivity* 11 

C* Policy (Philosophy and ***) - institution's philosophical be- 
liefs, past experiences, fads of the time, and/or "because it 
seemed to work" policy* 12 

D* Resources (Availability/suitability of physical ***) - acquisi- 
tion and use of substitute equipment and conditions which sim- 
ulate the environment which will be encountered on-the-job* 13 

E* Atmosphere (Reality of ***) - creation of a simulated work set- 
ting where factors pertaining to the pressures of the work site 
such as development of attitudes toward shift work, performing 
work on holidays, working under pressures of anxiety, and re- 
sponding to job environmental pressures of too little time, and 
too many demands* 14 

F* Personnel (Number of *** to be trained) - the number of trainees 
that flow through a course or courses of instruction may be 
affected by trainee and instructor time, use of equipment, mate- 
rials and facilities* 15 

G* Demand (Persistence of *** for trained personnel) - the long- 
term job requirement for trained workers may influence the use 
of one training setting over another* 16 

H* Time (Heed to minimize training •**) - most instances dictate 
a need to minimize training time, for example, when "the de- 
mand for trained personnel far exceeds the supply"* Conse- 
quently, the training method chosen may impact upon the amount 
of time allocated for developing an individual's skills* 17 
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Business Cycle (State of - the extent to which the econ- 
omy is able to support full employment for all tjiose desiring 
to work* "The health of the economy affects everyone, but the 
impacts are greatest for the groups in the labor force that 
are least prepared for or capable of work and least desired by 
employers*" (Levitan & Taggart, 1977, p* 95) 18 

Frequency - tasks that are performed frequently by most job 
incumbents at a given skill level are prime candidates for in- 
clusion in most training programs, and conversely, tasks that 
are performed infrequently, should be eliminated from some 
training programs* 19 

Criticality - for example, if a task must be accomplished in 

an emergency and if the probability of being able to perform 

the task adequately without training is low, a major question 

may be which method of training will best prepare the trainee 

to perform essential skills under high risk conditions* 20 

Quality Control - lEP decision-makers have an interest in 

making the appropriate choices among the skill development 

sources to insure there is a high degree of probability that 

the trainee will learn to produce work of acceptable quality 

in a reasonable period of time* 2l 

Instrumentality - refers to skills in reading, computing and 
communicating which are difficult to teach in conjunction 
with most occupational/vocational training programs* The kinds 
of jobs which will be available to the trainee should be ana- 
lyzed to determine which adjunct skills are necessary for 
further learning or for adapting to job changes* 22 

Prior Experience - strongly related to the amount of time a 

person requires to leam job tasks is the a^nouat of prior 

experience s/he has had in acquiring job relevant brfiavior* 23 

Abilities and Aptitudes - the choice of training method has 

often been determined by the abilities and aptitudes of 

trainees* The expected development of individuals in a 

specific aptitude is considered by most experts to be an 

educated guess* Consequently, this makes difficult the 

choice of training methods for individuals according to 

their abilities and aptitudes* 24 

Disabilities - it is believed that a trainee's type of dis- 
ability will have a significant influence upon the length of 
time required to attain a desired level of competence* There- 
fore, the choice of training setting will be influenced by 
the trainee's handicap* 25 

Learning Modes (Preferred ***) - the trainee's preference for 
a specific method of training to acquire specified competen- 
cies should be taken into consideration ulien the circumstances 
permit* 26 
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R, Passage of Time - the tlnte Interval between completion of 
training and the initial performance at work may have an 
impact on qualitative, long-term performance on-the-job* 
Some researchers have generalized that handicapped train- 
ees who receive on-the-job training seldom require re- 
training, regardless of time interval between training 
and placement* 27 

S, Screening Device - in some job training programs time is 
allocated for the comp" tion of security checks and for 
assessing the reliability of the trainee's perforniance in 
difficult situations which arise infrequently on-the-job* 28 

T, History and Pragmatism - empirical data are seldom i^ed 
when deciding whether to teach a competence on-the-job 
or in a classroom/laboratory setting* Some training 
authorities use their experience in deciding which train- 
ing method to use In a particular case* However^ there 
are authorities from the other "camp" who chose the train- 
ing method based on tradition^ i*e* V^they had always done 
it that way"* 29 

U* Evaluation - appraisal of the quality of training pro- 
vided during the course o£ instruction* 30 

V* Ibiiformity - trainees can be required to learn types 
of tasks they need to perform on-the-job, but the method 
of training which best prepares the trainee to perform 
these tasks in a standardized manner must be considered* 31 

W* Complexity - most teachers/instructors believe there are 
two major components to learning difficulty: first, the 
difficulty of the task and second, the difficulty of 
learning due to trainee characteristics* For examples 
complex tasks are usually more difficult to learn because 
of the importance to marry principles and procedural 

sequences while developing motor skills. 32 

X* Performance (Judgement of ,** of graduates) - the prefer- 
ence of one training method over another may be determined 
by the performance of graduates after placement on-the-job;* 33 

Y* Ports of Entry some occupational entry is controlled by 
state/federal licensing boards and the amount and method 
of training is regulated by these agencies* ' 34 

Z* Solicitude - handicapped trainees, depending upon prior 
training and experience, may seek or ask for more support 
than their handicap appears to warrant* Normally, this 
over dependence is due to excessive care or concern by 
others in the past* Authorities choosing the training 
setting must weigh this factor in their decision-making 
process* 33 
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M* Job Title 



AB* Total Months in Present Job 



AC* Agency 



AD* City/Town and State 



AE* Handicap Population Experience 



36 " 44 
45 - 47 
48 - 50 
51 - 53 
54 - 55 



Thank you for your participation* If you are interested in a copy of the final report* 
please provide your name and address* 



Name 



Address 



State/2ip Code 



2C2 

Vocational and Technical Education 
Bureau of Educational Research 
University of Illinois 

CODE BOOK FOR DATA ANALYSIS 
Study #35, #235, & #335 

Criteria, Instruction of Persons with Handicaps 

This study is being conducted by the Bureau of Educational Research to 

identify and quantify criteria used by human service delivery professionals 

when selecting vocational training methods for handicapped persons. That 

is, are the skills and knowledge best acquired in a classroom-laboratory 

environment, through on-the-job training, or through a combination of these? 

The questions to be answered by the data collected are: 

1* What criteria are currently used for deciding if the handicapped 
are best taught a skill on-the-job or best taught in a school-like 
setting? 

2* How do these criteria vary with type and severity of handicap? 

3* How should these criteria and the use of these criteria be modified 
to increase client competence and aid advancement throughout the 
continuum leading to employment and promotion for the handicapped? 

Survey Research Laboratory (SBL) is keypunching and analyzing the data 

from the questionnaire* The standard conventions apply for study #35: 

1* Codes *0*, *00*, *000* etc* are for none or zero* 

2* Codes *9', *99*, *999* etc* are for no answer or no data* 

3* Codes *8*, *98', *998' etc* are for unknofwn or don*t know, 

4* Codes '7*, *97', *997* etc* are for indefinite* 

5* Codes *96*, *996* etc* are for numerical responses that exceed the 
column code limit* 

6* Numerical responses to open-tended questions* When coding responses 
which do not fill the column code limit, add leading zeros to the response 
up to the column code limit* 
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7* Percentages: When coding responses given as a percentage, add two 

leading zeros for one digit responses (e*g*, 008%) and one leading zero for 

two digit responses (e*g. , 014%)* 

8* Range of data: If ranges are given, the midpoint is used, i*e*, 5-9 

would be **7" or 5-8 would be "7"* 

9* Rounding of data: If rounding is necessary, round down when less 

than *5 and for more than *5* 

10* NA - Not applicable responses* Leave responses blank. 
The standards for coding the confidence codes are as follows: 
a* Code '1' is a firm or sure response with only one answer given* 
b* Code '2' is a changed response which is recorded when two or more 

answers are given at first and a final answer is given by the respondent after 

negotiating or gaining additional definitive information* 

c* Code '3' is an unsure response* This code is used when the respondent 

gives multiple responses from which a best possible "guess*' is given* 

d* Code '4* is a delaye d response which means that the respondent had 

to locate or acquire the relevant data. 

e* Code '5' is a refused response, that is, when the respondent does 

not have time to gain information or the data is inaccessible* 
f* Code '9' is a no data or a no answer response* 
g* NA - not applicable response* Hone of the codes are circled* 
SRL will be coding only closed^ended questions* When comments are made 

during an interview, record those comments in the appropriate section for 

each question* 

Unless other instructions are given, one answer code should be circled 
in pencil for each question* If more than one answer is volunteered ascertain 

o i 
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the qualifications of the respondent to give more than bne response {e*g*» 
Have you been the administrator of both an OJT and CL program?)* If a 
respondent is qualified* note that fact in the "comment" section* 

Questionnaires should be given to the investigators to be verified 
and filed* The coding instructions for unusual items are given on the 
following pages* 
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Coding Instructions 

Question if Deck Col. Instructions 

la 1 6-8 Code three-digit occupational group from 

Dictionary of Occupational Titles 
(pp. xxxvl-xll). 

lb 1 9-12 This may be less than 4 digits. Add 

leading zeros If necessary. 

Ic 1 13-14 Organizations coded with a first digit of: 

a. "0" are sheltered workshops^ 

b. "1" are public employers, 

c. *'2" are private employers, 

d. "3" are public school vocational programs* 

e. "4** are community college programs, 

f . ^'5*' are private school programs, and 

g. "6" are state funding agencies. 

Id 1 15-16 Code modified two-digit community college 

district code from State Plan for the 
Administration of Vocational & Technical 
Education In Illinois (pp. 90-91). 

4a 1 20 Code "4", If all three responses apply. 

4c 1 24 Code "5", If responses 1, 2, and A apply. 

5a(l) 1 36-40 This may be less than 5 digits. 

5b (1) 1 48-50 This Ttiay be less than 3 digits. 

51-53 Add leading zeros If necessary. 



54-56 
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Question if 
6a (1) 



Instructions 



6b (1) 



6b (2) 
6b (3) 
7d(l) 



7e(l) 
7f(2) 
7f(3) 
7f(6) 
7h(l) 



Deck Col._ 

2 30-32 Core like Q. 5b (1). 

33- 33 

2 47-48 This may be less than 2 digits. Add 

* 

leading zeros if necessary. 

2 50-52 Code like Q. 5b (1). 

2 54-55 Code like Q. 6b(l). 

3 28-30 Code like Q. 5b (1). 
31-33 

34- 36 

3 42-43 Code like Q. 6b(l). 

3 67-70 Code like Q. lb. 

3 72-74 Code like Q. 5b (1). 

4 8 Code "4" if all three responses are given. 



4 20-21 Do not code . See Q. 9 and code like Q. 5b(l) 
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Organization Identity Code 
(Authority) 



Organization Frequency Code 



Ray Graham Assoc. for Handicapped 


//// 


01 


Bloomington Occupational Development Ctr. 


// 


02 


Developmental Services Center Workshop 
F rogr am* Champal gn 


///// 


03 


Developmental Services Center 
Foodservice Program 


/ 


04 


Training Wing - Graphics Div. ^ USAF 


/ 


10 


Training Aids Division - Chanute AFB 


/ 


11 


Staffing Section* Civ« Personnal 
ChanuLe AFB 


/ 


12 


PUtcement & Testing U of I 


/ 


13 


Rehab. Education Center* U of I 


II 


14 


Public Broadcasting Sta.* U of I 


1 


15 


Personnel Office, U of I 


1 


16 


Life Science, U of I 


1 


17 


Tech. Training, USAF - Chanute 


1 


18 


Sears Roebuck Co._ 


1 


20 


Vetter Fairing Co. 


1 


21 


Marc Gold & Associates 


1 


22 


Ace Janitorial Contractors ^ Chanute AFB 


1 


23 


Webster*s Food Contractors - Chanute AFB 


1 


24 


Illinois Bell Telephone Co. 


II 


25 


State Farm Insurance 


1 


26 


General Telephone Co. 


1 


27 


Construction Engr. Research Lab. 


1 


28 


Centennial H.S., Champaign 


1 


3D 


Decatur Eisenhower H. S. 


III 


31 


Bloomington Areii Vocational Center 


1 


32 


Decatur Area Vocational Center 


nil 


33 


Springfield Public Schools 


II 


34 


Stephan Decatur H.S. 


II 


35 


Edi/ardsville H. S. 


1 


36 



Organization 



Frequency 



Code 



East Central/DSC Works tudy / 37 

Parkland College ///// 41 

Hadley School for Blind // 51 

" Chicago- lighthouse for the Blind / 52 

Minnesota Society for the Blind // 53 

D.V.R.^ Champaign & Blootnington //// 61 

DMHDD / 62 



Minneapolis, Minnesota @ 
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1980 



On the basis of our telephone conversatloiii you have been 

scheduled for an Interview with on 

1980 at . If this date and time Is no longer convenient, 

please contact our office at (AC 217)333-1450 or, after 9:30 P.M., 
(AC 2 1 7) 328-4011. 

We have provided an enclosure for your review prior to the 
interview. We believe this information will familiarize you with 
the study to date, and will assise you in fulfilling your role 
as a consultant and respondent. 




yours. 



Alain Hunter 

Research Assistant to Rupert K. Evans, 
Acting Director, Bureau of 
Educational Research 



AH:jn 
Enclosure 



APPENDIX G 
PROCEDURAL GUIDE - WORKER STUDY 



1 . POLICY FOR THt STUDY 
Objectues and Significance _ 

To Identify criteria which are used ^or the selection of training settings 
(methods) for Job competency development of persons ^ith handicaps* 

Since nost job competency development has been conducted via vocational 
training programs operated by schools and employerst it Is conceivable that 
these agencies* when considering methods of training persons with handicaps 
may falsely assume and accept traditional views and beliefs about the criteria 
to be assessed ^hen choosing a training setting. At present this selection 
process in choosing a training setting is based primarily on the decisions 
of nonhandicapp«<l authorities. It Is the belief of most advocates that 
iteclsion^making is an essential part of a handicapped person's daily life. 
T)ierefore» this Investigator seeks to gain from handicapped workers the 
Identity of criteria they experienced when a training setting for their 
current employment was chosen* The data that are supplied from these per* 
sonal Interviews may confirm or refute the views and/or beliefs of the 
traditional authorities who choose the training settings. The findings could 
make a difference in the decision process of selecting training settings for 
handicapped trainees both In t^e schools and at the work sites. 

Respondents* Participation 

Respondents will be chosen through personal contact by the Investigator. 
One method to be used will be to identify respondents through the services 
of agencies^ e,g,» Illinois Offices of the Department of Vocational Rehabili- 
tation and the nonprofit organization: The Developmental Services Center of 
Champatgn^ Illinois* These agencies will review the proposal and select po- 
tential respondents based on the specifications* The agencies will contact 



the identified perSDn and apprise them of the study. If the persons are inter-^ 
ested in participating as respondents^ they will he given a telephone number 
of the investigator for contact and confirmation of interest* (Cost of com* 
munications will be borne by the investigator*) This respondent will be 
interviewed and asked to supply additional names of persons who* in their 
opinion* would be interested in participating in the study* The responcfent will 

be requested to make contact with-their"**referral'^nd'to-givenhis-person 

the telephone nmnber of the investigator for making arrangements to 

be interviewed. This tatter nethod wilK it is hoped* promote 

a sampling of a friendship network which wilt lead to additional networks 

and a larger sample size. An alternative to this procedure is to have 

postage paid postcards returned to the investigator as a form of agreement. 

Procedur es 

For the first interview the respondents wilt be given an appointment with 
a trained interviewer at a time and ptace that is acceptable to the respondent* 
After gaining sufficient rapport with the respondent* the interviewer will 
use the attached questionnaire to ask the respondent questions pertaining 
to the study* Depending upon the respondent's impairment^ the interview 
period wit! be 60 to gO minutes^ independent of interruptions* For the se- 
cond interview* the respondents will be telephoned and asked to participate 
in a fo11ow*up telephone inter/iew* If agreement is obtained* an appointinent 
will be made for a call-back and a copy of the questionnaire to be used in 
recording the data (or a cassette tape of the questionnaire) will be mailed 
to the respondent ror completion prior to the callback appointment. If 
literacy is a barrier to this procedure* an in*person appointment will be 
made. The interview period for this study should not exceed five minutes 
except when a literacy barrier may exist* 



Confidentiality of Data 

The interviewers will be trained to coinpljf with a standard* uniform 
procedure for interviewing respondents and foi controlling the content of 
questionnaires. The investigator has established a check In/out accounting 
procedure front a lockable file cabinet repository that permits constant 
nionitoring of each questionnaire. The mst stringent control is exercised 
On the first two pages of the questionnaire (Study #135) which ar« the only 
records of the respondents' identification. The functions of these pages 
are: (a) The first page will be used by the investigator for administering 
his tasks prior to assigning the interviewer (this page will be retained 
by the investigator), (b) The second page will be used the interviewers 
to administer their tasks. When they have completed their assignment* they 
Kill return the questionnaire to the investigator (with second P^ge affixed) 
The investigator will remove the second page from the questionnaire after 
reviewing the content for completeness, when all of the questionnaires have 
been returned* the investigator will remove and destroy* by shredding* all 
pages which have the true identit:y of the respondent. The residue will be 
disposed of by the investigator via the University's w^te disposal system. 

For Study #435 the questionnaire will be returned to the investigator 
for appropriate disposition. 
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2, DATA COUECTIOr* 
This study is being conducted to identify and quantify criteria used when 
selecting vocational training methods for handicapped persons* i.e.» when 
determining whether the needed skills and knowledge are best acquired in a 
classroom-laboratory environments through on-the-job training^ or through a 
combination of these. The questions to be answered^ the hypothesis to be 
tested* and the assumptions to be confinned by the data collected are: 
Research Questions 

1, What criteria do handicapped workers report were used for deciding 
the training setting for development of their Job competency? 

2, How do these criteria vary with type of handicap? 

3, How do these criteria vary with the level of complexity in training? 

4, How do these criteria vary with the job for which trained? 
Vhat modifications to these criteria are recoomended and why? 

6. Which method of training do handicapped workers feel has the greatest 
Influence upon Individual placanent or opportunities for advancenient? 

Hypothesis 

The hypothesis of this study is that persons with handicaps who have 
attained tenure and are in prime jobSi {,e.t jobs which lead to promoticm 
and career progression* will report that they received their training in a 
combination of training setting^ e,g. « classroom-laboratory instruction 
followed by on-the*jot> training or in conjunction with on-the-^job training, 

Asstmiptions 

K Host handicapped persons do not have equitable training opportunities, 
2, The handicapped persons, when suitably trained^ can contribute as 
much to the employer as a nonhandicapped person. 




3, T)ie placement of the handicapped trainee In suitable training 
settings will be contingent upon the decisions of authorities other 
than the trainee concemtf* 

4, The responses by the respondents to the questions of the Interviewers 
are accurate and valid. 

Data Coding and Coordination - Study #135 

-- Survey Research Laboratory (SRL) will-keypunch atid consult on the data 
from the questionnaire. The following standard conventions apply to 
.questions — 

a. Codes *0\ '00\ '000' etc, are for none or zero; 

b. Code '9' In the "confidence code" means no data available (see 
next section); 

c* Codes '9B\ '998' etc. are for unknown* donU know^ no opinion; 

d. Codes '97' p '997' etc, are for Indefinite; 

e. Codes '96'» '996' etc. are for numerical responses that exceed the 
column code limit; 

f. Numerical responses to open-*ended questions^ when coding responses 
which do not fill the column code limits leading zeros are added to 
the response up to the column code Unit; 

9, ttange of data^ If ranges are given* the midpoint Is used. I.e. , 

5-9 would be '*7" or 5-8 would be "7"; 
h. Rounding of data^ If rouhding Is necessary* -5 and less than .5 

are rounded down and more than ,5 Is rounded up; 
1. HA Not applicable responses: responses are left blank. 
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Confidence Codes - Study 1135 

Hote : If multiple responses to the questions are to be recorded, the 
manner In which the majority of the responses are given will determine' the 
confidence code. 

The standards for coding the confidence codes are as follows; 
a. Code 'V is a firm or sure response with only one answer given* 
b* Code *Z* is a changed response which Is recorded when two or more 
answers are given at first and a final answer Is given by the 
respondent after negotiating or gaining additional definitive 
information, 

c. Code '3' is an unsure response. This code Is used when the re- 
spondent gives multiple responses frm which a best possible 
"guess** is given, 

d. Code '4' Is a refused response, that isi when the respondent 
has the Infoimation but does not desire to respond to the 
question, 

e* Code '9' Is a no data or a no answer response, 

f, HA - not applicable response* None of the codes are circled* 

Procedure - Study #135 

When conments are made during an Interview^ those comments are recorded 
In the appropriate section for each question or on the reverse side of the 
page. 

Unless other instructions are given^ one answer should be circled in 
pencil for each question. 

Questionnaires should be returned to the Investigator to be verified and 
filed. The coding Instructions fbr unusual items are given on the following 
pages. 



219 



Coding Instructions ■ Study 1135 
Question # Peck 
la 1 

lb t 

Ic 1 



Id 



Sa{3) 

Se(S)-Se(3) 

6a{l)(e)-6a{l)(i) 

7d(Z) 



8f{Z) 



Coluinn 
7-15 



16-13 



19'Z1 



32 

$7-73 
14-18 
19-ZZ 



SS-5d 



Instnjctions 

Code with D,0,T, nine- 
di9it occupational 
code. 

If less than three 
di9USt add leading 
zeros* 

0r9anization$ coded with 
a first digit of; 
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sheltered workshop 
public ovned.^ 
Private owned 
public/ privet te 
school vocational 
education 
public/private 
two/ four year 
college 
private school 
gover'Tient* 



Code with jnodified two- 
digit community college 
district code. 

Code responses identically 
to "variable 1Z7" 

Do not code. 

Do not code. 

Do not code. 

Adjusted to current 
inflation level; 235 
*'work** days per year; 
8 hour work day or 20 
"work*' days/roonth. 

Estimate Z35 "work* 
days per year. If 
response exceeds 0090 * 
"variables 460 through 
474" will be coded 
{i.e, a. 8f(3) - 8f(7)). 



tfoesnon # peck 
Bi(3) s 

10a{1) c 



10b(7) 



111 



111 




10a(3Moa(S) s sg-^S 



Instructions 

If response is 3, 
"variables SIB through 
S2r may be coded 
(i-e* Q. ai(4) - ai(5)). 

If response is 1, 
"variable 5S7 and 558" 
will be coded (i.e. 
10a(2)). 



If responses were 
2, 3. 5. or 5 in 
Toari), these 
variables will also 
be coded. 

13- 15 Code with D,0,r. 

]n i; three-digit occupational 

19-21 group. 

22-24 

J-lf Code with D.O.T, 

17-25 nine-digit occupational 

30-33 code • 
43-51 

14- 16 If less than three 
27-29 digits, add leading 
^0-42 zeros. 

53-55 



■Procedures A Coding Instructions - <it„Ay ja->k 

section I. Adoiinistrative. will be con«,leted by the Interviewer. The data 
for ite.s 1 through S win be extracted from Study #135. Upon completion of 
the Interview, questionnaires should be returned to the investigator for 
verification and filing. 

OEl^nswer should be circled in fiencii for each question. The coding 
instructions are contained in the Instructions to the respondent. Pertinent 
cownents should be recorded on the last page of the questionnaire. 
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Description of Handicapping Condition of Trainees 
a* Area of handicap: 

(1) Physical deficit - loss of ability to move part or parts of 
body> paralysis, 

(2) Cognitive deficit - mental retardation 

t3) Visual deficit - loss of peripheral vision* restriction of 
visual field, blind in both eyes, 

(4) Auditory deficit - hard of hearin9. deafness with understandable 
speechf deafness and unable to speak clearly, 

(5) Dnotiofial deficit - mental or emotional illness, history of 
treatment for either mental or emotional illness, 

(6) Speech deficit - aphasia* articulation errors* stutterin9, 

(7) Multiple deficit (specify), 



b* Level of handicap: 

(1) Mild - capable of independent functioning when guidance 
and training are provided, 

(2) Moderate * usually capable of attaining semi -independent 
functioning when considerable training and assistance are 
provided, 

(3) Severe * usually remains dependent, requiring training in all 
areas of functioning* e,g, , basic hygiene, language, and social 
competence. 
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2. Description of Training Received 

"Trainins" is the fninifnum acceptable personal developfltent require for 
job placement or job^ advancement. It involves the place where^ the time 
in ^Icht and the methods by which required physical and mental skills and 
knowled9es and attitudes are developed. 

"On-the-job tra1nin9'* (OJT) encompasses all self-study knowled9e and job 
experience acquired by a trainee as a result of wDrkin9 at his or Ker as- 
si9n^ Job. 

"Classroom/laboratory training" tCL) is traditional or conventional 
classroom or laboratory Instruction In which the Instructor and student 
re9ulariy meet at a specUic tlnte and place for the primary purpose of 
teaching and Ieam1n9. 

"Cooblnatlon" (COMB) Is tra1nin9 received In both settin9S> OJT and CL. 
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Organization Identity Codes 



Organization label Code 



University - Staff 10 

County Public Aid Office 11 

School District Office - Staff 12 

Hass Transit » Ur^e City n 

State Teacher Certification Office 14 

Cofnprehensive High School * Faculty 15 

Medical Health Center 16 

University - Faculty 17 

Motel /lodge 20 

Autoinobile Dealership 21 

Board of Trade, large City 22 

ttddio/TV Station 23 

Telephone Co,» RiD Lab, 24 

LtJfflber Co, 25 

Corporate law Firm 26 

Kitchen Cabinet MantJfacturer 27 

Agriculture Service 2S 

Insurance Agency 29 

Sheltered Workshop * Staff/Faculty 30 

Public Affairs Office - University 40 

Federal Highway Agency 60 

Federal Hospital 61 

Keating, Air & Ventilation Co, 210 



Occupational Identity Codes 



iJob Label ' Nine-Olgit DOT Code 



Electrical Technician 


003 


1$1 


010 


Clyjl Engineer 


005 


061 


014 


Structural Engineer 


005 


061 


034 


Director of Counseling 


045 


107 


Old 


Psychologist* Counseling 


045 


107 


026 


Counselor* Vocational Rehabilitation 


045 


107 


042 


Speech Pathologist 


07$ 


107 


010 


Recreational Therapist 


07$ 


124 


014 


Helical Assistant 


079 


367 


010 


Faculty Ptenber* Collect; 


090 


227 


OlO 


Instructor* Extension Work 


090 


227 


Old 


Secondary Education Teacher 


091 


227 


DIO 


Librarian* Ch11dren*s 


092 


167 


018 


El<flientary Education Teacher 


092 


227 


010 


Teacher* Mentally Retarded 


094 


227 


022 


Certification and Selection Specialist 


og9 


167 


010 


Lawyer^ Corporate 


110 


117 


022 


Producer* Radio/Tele/lslon 


159 


117 


010 


Radio Anaouncer/TV Producer 


159 


147 


010 


Disk Oockey 


159 


147 


014 


Accountant 


160 


167 


010 


Accountant t Budget 




167 


014 


Public Relations Specialist 


165 


067 


010 



Job Label 



Nine-Oigft DOT Code 



Office Manager for Automotive Oealership 


169 


167 


010 


Office Manager 


169 


167 


034 


Order Department Supervisor/Office Manager 


169 


167 


036 


Production Superintendent 


183 


117 


014 


01rector» Institution 


187 


117 


016 


01rfictor» Sheltered Workshop 


187 


117 


026 


Supervisor^ Volunteer Services 


187 


137 


014 


Caseworker 


195 


107 


014 


Social Worker 


195 


107 


030 


Day Camp Oirector 

* 


195 


167 


016 


Transcription Secretary & Office Manager 


202 


132 


010 


Typist 


203 


582 


066 


Supervisor* Coding Clerks 


209 


137 


022 


Account^ Information Bookkeeper 


210 


367 


010 


Data Processing Operator 


213 


665 


010 


Accounting Clerk 


216 


362 


0)0 


Oispatchert Maintenance Service 


233 


367 


014 


Evaluator 


249 


367 


034 


Sales R^resentative 


259 


357 


016 


CdRinissfon Agent* AgricuUmral 


260 


357 


010 


Hanagert Building Equipment and Supplies 


274 


357 


016 


Sales Representative* Hardware Supply 


274 


357 


034 


Produce stock Clerk 


299 


367 


014 


Yard Worker 


301 


667 


014 



Job label 



Nlne-Olglt DOT Code 



Restaurant Dishwasher 
Cleaner* Housekeeper 
Rifleman* Military Services 
Janitor 

Sorter* Agricultural Produce 
Hut-Bolt Assembler 



31 B 687 010 
323 687 014 
378 684 014 
382 664 010 
529 687 186 
929 587 010 
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University cf liiinois at Urbana-Champaisn 



COttlCt OF tOilCAtlOf4 * tVtWi or EDVCAtKWAt mtA*Oi * nt H>UCAtiOm lUllDlHO * VnAHK ^LUK0I» ALIOI 



Dear 

The Bureau of Educational Research a unit of the College of Bdutatlon at 
the Uolverslty of Illinois. It provides tonsultlng service to persons In 
tfthM»ls and Industries and conducts researth on school^ community and Industry 
Interaction in oui clety* 

The Bureau Is currently Investigating hov vocational skills are taught to 
persons vith handicaps* Therefore^ ve are seeking training Information from 
a selected group of eiDployed» disabled persons vho have been employed* vlth* 
out Interruption^ for cwo or more years* 

In order to condutt this Investigation ve request tne assistance of the 

as a consultant to assist us In Identi- 
fying former clients to be Interviewed who have the cited quallfltatlons* If 
these persons are vlUlng to be lntervieved» they would participate la an 
Interviev of 45 to 90 minutes* 

The purpose of the interviev Is to obtain Infomatlon from these respondents 
about their experlentes vhen they vere In the selection protess of choosing 
a training setting Cclaseroom/laboratory» on-the*Job or a comblnatloo of the 
two) to best ptepate them for Job placement. 

Vf. believe their Infotmatlont combined vlth our current findings (enclosure 
1} vlll assist ttalnlng authorlcles^ parents* and advocates of handicapped 
persons vhen selecting the most appropriate pre-Job training sectlng* 

It Is the belief of most sdvocates that declslon-^maklng about one's self 
Is an' essential part of an handicapped person's adjustment to the "real'* vorld. 
Therefore* It Is the opinion of the Investigators that a need exists to gain 
expert opinions {root cited former clients vho are employed |>ersons with dis- 
abilities that have experienced the paln^ fear^ snd loneliness of being dif- 
ferent* The criteria and the problems these experienced workers Identify 
and repottt based oo the training seletted for their skill development* may 
tooflna or be uniquely different from the vlevs and/or beliefs of che trad- 
itional authorities (enclosure 1) vho choose the training settings* This study 
stay provide additional crltetla to be considered vhen developing Individualized 
education plans for persons vith handicaps* Our procedures for this Investl** 
gatloo vill be as foUovs. 
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Elr3t# chid InvesClgaClon is noaexp^rlm^Eitalt descriptive res^rch.. It 
will be directed toward ga^therlag data fron past consuoers of training uho 
are disabled and are tenured employees In tbe workforce.. (Tenure for the 
purpose o£ this Investigation Is twenty-four consecutive months or longer 
In the ttork force and currently etiployedJ The data will be collected by 
individual Interview. There ulll b^ semi- structured standards imposed to 
pennlt generallzable fomuilations to be derived but with a degree of latitude 
vhich permits some in^^depth probing of topics, these topics oay be influ- 
enced by the respondents. 

Second^ the respondents will be obtained by means of a modified form 
of "referral sampling" (for an example of agency referral* see enclosure 2) 
which seems to be the moat reasonable approach for reaching a widely dis- 
persedt low density, and socially inconspicuous population for whom no 
central reference la available. Fifty or more persons from a variety o£ 
agencies* companies^ and institutions, in Illinois will be Sought by branch- 
ing nominatlonap i.e., an a$eacy or individual ulll provide the name o£ 
an Individual who might meet the prerequisites for Inclusion in the survey, 
the target population must be disabled and job tenured. 

The investigators have recently reported our findings la a presentation 
to members of the Fenasylvania Personnel and Guidance Association. A sim- 
ilar program uaa presented 1:0 the Guidance Division of the American Voca-^' 
tional Association in Deceo^er 1979. A more up-to-^date presentation will 
be siven in the Spring of 19^0 to the American Rehabilitation Counseling 
Association in Atlanta^ Georgia. 

It is our hope to disseminate through state and national professional 
organizations some of the knowledge we have acquired about the training 
of persons with handicaps. Us would like to cite the type o£ agencies^ 
such es your^p which have tontrlbuted to this investigation. 

Va would like to re**emphasl2e that the participation of former clients 
of the Department is strictly voluntary* and the "confidentiality" of their 
identity will be maintained at all times. 

of the of£lc« has been our contact in pursuit 

of your approvml. 

Ife would appretlate your assistance. Thank you. 

Sincerely^ 



Alala Hunter 

Research Assistant to Rupert N. Evans^ 
Acting Director* Bureau of Educational 
Research 

Aa:ls 
Kiclosures 
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I VnixxnUy of lUineii 



Dedr 

The Vniversicy's Bureau of EducaClonal Hesearch is seeking 
Information froia fotiner students of the Rehabilitation-* 
Education Center who have been etDployed^ continuously^ for 
two or more years f I would like to recoounend vou as a 
potential participant* but strictly on a voluntary basis* 
Be assured^ you will not be contacted unless you complete 
and return the enclosed card to the Bureau^ 

I feel most confident that this is a ptoject which would 
be of Interest to you and to vhlch you con m&ke a definite 
contribution. 

I extend niy sincere thanks to you fot your response to this 
request. 

Best personal regatds* 



Joseph P, Konitzkl 
Associate Director 



JFK: Is 
Enclosure 
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Jniversi^rv of iilinois a-: Urbana-Cr.e.rn:?.;:' 



Dear 

The Bureau of Educational Research is a unit of the College of Education 
at the University of Illinois* It provides consulting service to persons in 
schools and industries and conducts research on school » comtiunUy and Industry 
interaction In our society. 

The Bureau Is currently investigating how vocational skills are taught 
to persons with handicaps. Therefore! we are seeking training infonnation 
from a selected group of employed* disabled persons who have been entp1oyed» 
without Interniptionf for two or more years. 

In a structured Interview of 45 to 9D minutes I would like you to share 
your experiences when you were In the selection process of choosing a training 
setting (classroom* on*the*job» or a conbinatlon of the two) which lead to 
yotir initial Job placement. The Infortaatlon you provide will assist training 
authorities* parents^ and advocates of handicapped persons when selecting the 
best training setting for job placement* 

Your participation is strictly voluntary and the ''confidentiality" of 
your identity will be ointained at all tlines* I have enclosed a postcard. 
If you are willing to participate* please fill-in and sign your name and 
mail to me* Your participation and contribution to this investigation will 
provide Important and useful Information about how one should choose among 
the available training settings to train effectively a handicapped person 
for the future. 

The time and place of Interview will be at your convenience. Thank you 
for your assistance* 



Alain Hunter 

Research Assistant to Rupert H« Evans* 
Acting Director^ Bureau of Educational 
Research 

AHram 
Enclosure 
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VOCATl<H*AL AND TECHHICAL EDUCATION, BUREAU OP EDUCATIONAL RESEARCH 
UNIVERSITY OP ILLINOIS 



T-E-L^E-I^H-O-N-E l-N-T-E-R-V-I-£-W 



P^ Office Use 



Study # 



(short Title of Study) 

Peraon Called (last name, first, m,l*) 

Telephone i (AC _ ^ _ ) 

Inltlftl Contact: / /60 Wllllog Participant? YES (circle onc> 

Remarks: 

QuestloQiialre nailed: / /60 Oeta Collected: / /80 

Standard Conversation 

Hello (Good )• Hay % please aPeak to ? >iy name is 

(person called) 

and I am calling from the Bureau of Educational Research 

at tile University of Ull^ls« In 19(7d)» (79)* or (early 80) you were Interviewed 
by atteoA^er of our project staff. ^6 subject of the Interview was the selection 
of the training aettlng for Peraons with handicaps* l*e* the Identification of 
criteria used In the process of selecting an appropriate training setting for the 
vocational developoient of handicapped persons. 

As e follow-up to that interview, we are now conducting a telephone survey of 
those respondents to obtain their assistance in validating (quantifying) thos« criteria* 




MovXd you be vllllng to grant us another thirty minutes of your time at a 
tine atui place that Is iDoat convenient to you? 

[if tio\] Thank you very much for your participation i and we send you 
a copy of our final report In August 1930* 

[if 7eat or a "conditional" yea/nol] Thank you for participating* Our 
procedure will be to flrat, aeod you a quest loTmalte; It vlll take no longet than 
fifteen Ainutes to revteu. Second^ ve would like to call you at your convenience 
vithin the next five daya to obtain y^ur responses to the questionnaire** (You loay 
destroy the questionnaire after this calXJ 

\rktn would It be convenient to call you; Date? /jO f titae? _ ; 

and telephone number? (AC ) * 

Thank you for participating In our study* ffft will mall your ^questionnaire 

(today) and will call you on (date) J_ /jO At (time) with telephone 

mmiber (AC ) , 



*yotfe i If the respondent la ^tlght lopalred* advise respondent that a "taped" 
questionnaire will be provided* 




SnMMAKY LISTING OF OCCUPATtONAL 
CATEGORt^iS^ OIViSiONS, AND GROUPS 

OCCUPATIONAL CATECOftlES 
0/1 Frofcsiionail. technical, and managefid occiipaiiiMii 



2 


G«rk^ »m] satc» occupations 


3 


Service occup^lioftt 


4 


Agricultural, Ttshery, forotry, and related occupaUons 


5 


processing oceupaikins 


6 


Machine irattet occwpationi 


7 


Bmcbwcti occup*QM» 


3 


Structural itvork occupaiiocn 




Miicellancout occupation* 



TWO-DICrr OCCUPATIONAL d:vI5ions 
FROFESSrONAU TCCHNICAU AND MANACERIAL OCCUPATIONS 

OOiyOl CtsupetaoM in udutectttre, eoguKniot. tat tvrveyuit 

03 Occupations m (niUKRivtinvul ptiyneal uicflcet 

04 OccuptUoAS lA life uiencct 

05 Occupationt 'm tocul kkari 

07 OccufHtKHU lA mcthcnie »d hcahti 

04 Occu^iiom In cditntion 

10 OcotpfttKHHin nmwfn.ltbfafy^im] wAn^tcvARt 

1 1 Oenpstttiu In U« ud jumptudcficc 
U Oceufntion» hi r<Ufion iitd thtoTofy 

13 Occu^ttMi in wntHig 

1 4 OcempaiioM i a ^iit 

15 O«vp>**onsjn eaKitaiiuntnt wd tvcreatin 
t6 OecuptiiOftt m Adminittraiive tpuoliutioni 
ti Mimfirtuh) oftkult, n<c. 

CLERICAL AND SALES OCCUPATIONS 

20 fe efl ff|y<pfty, typtnt ritnf, *ftd nelMcd occupationt 

CofltputiAf uHi KeDuni.ncordui|<Kcupaoofi» 
22 Ptoduci^ vt^ MOck eierks ind Ktwted cc<uip«tio« 

13 Inlbimttion ifkd nwiugc ibMnbutioaOccujiitiOAi 

14 MtK«lUn*ou« ctenol occupation* 

15 Salti o«vp«liOAV Krvi«et 

Sakt oce«»p««on*^ cooitinibtfi eommodtua 

}f MinlUitnia uIb «CDp*DMt 

SERVICE OCCVPATtONS 

30 Oofiketiie ««fvk« occupation 

Jl Fo«d *nd bcvvitft pfepuatkHi and ur^oooi^MiOM 

Jl t«d|^n| Md nfaMvd t«rvic< occupaitwu 

33 SarUrifi|, wtmttahfy, and (vlaud urvicc oceupatum 
H AmiMnieftt Md rectotnn tervtce cc<ep*tloM 

15 MbcelUntwc p«no<ia| Hmct ocntpatiOA* 

34 AppartI and (Unwltinp umc* occvpaiwi* 
17 PM«ciJ!«« urvict occupatKHU 

II S^uUSfli and r<lai«d Mn4et cceupatKHtt 

AGMCULTVRAU nSHERY, fORESTKY* AND MLATED OCCUPATIONS 

40 runi rarmtBf occupation* 

41 Animal Utiain§ occiipatiani 

41 Mbttnaneottt ainetdiunl and related occvpatioM 

44 TitMrr and rtUted oceupttuna 

45 FortM^ occv^tiont 

46 Hwnttnc, tr*pfrin|. and r«lt(«l oecupatkiM 

KXXiV 




PROCCSSlWt OCCUPATtONS 

50 Occit|NitkHuia pncwwf of mctil 

52 OewpvtiM«iA|MQCnun|urroDd. inbxcOk and Riqied pn>*]uc" 

53 Occapatkm uq ptocniHi| ot pipf f anct nlueJ AiaieHiH 

54 Oe«vp»t)0m ifl proc«fS*fl| gf pvtnleum. <OiJ. rutunL and rnvnufdctuKd |u* nltied pnxJiKU 

55 OctwpAtlQftt ill prococtcic of ehejnka(t« pUinct. lynihtiKs, mtober. paini. 4od idatAl prothicu 

56 Occ«^t*oA» bi prgctuiflc ^ood and 'veal product* 

5T Oc««p«tnnt in ptocctt ifl| of uAnc. clay, fittt, aiHt Rlti«d (K«dueu 

51 Omip«tbfti in pfDc«uiA( of leiihtc; nititei, ji»d Rbi«d pfcthicti 

SUCHINC TRAD€S OCCUPATIONS 

60 Metil uuthaRiaf occupHKMU 

67l^i Mcdunk* and madiinflTy npvipcn 

64 faptrwodtbii occu|uiioni 

45 FtfcMini o«ufntion» 

44 Wood (niKlwtifii occupvlxHS 

4T Omipvtwnt in nudtUiKkf *i«ne. el4r. |ttit« and ivtited (n>teii»U 

iff M*clUnc ifidf* occv|Mi*ani. njt.^ 

BGNCHWORK OCCUPATIONS 

TO Occvpadcnt in fabncMKHl, awmbty. AAd npw of okuI prodvcu. nee 

T| OwufHlion in fabncatkm i«l repvf of KKnhric. mcdicar. ptKMoffif^^ pnducti 

72 Oocup«l*on( tn ufcmMjr amf Kpaif of «teeirKar«(u»|Hn«ni 

T5 Oecupvitont in (^tHkilionand rep^ of prcKhicli made from vurttd fnateruli 

T4 P>ifmn|. dKoratinf, uid retited iwcupaitcHH 

T5 OccupaiHwt in fabncation awt ttpaif of plutwi^ (UlKtici* tuMkc. ^ ttljtfd produca 

T4 Occvpaiton* tn f^lvK«*an ^ ttpttf of wood pfoOuni 

7T OecupatkHu in fabfkaiion ami npa» of und. tione. ela^. «nd glau ptoducti 

It Oecvp*tw»tq fibfk^iianandfepaJrof tcitil«. kither. ami nUud pfOdtKtt 

TV fit»c^ wott QCcupaiKHit, n «.e. 

STRUCnitUL WORK OCCUPATIONS 

•0 Oc««pj|*oiit in mttil f«bricattnf. n 

It W^lden, cutf«n. and nlated oceupvlhMi 

12 £lRlifc«l KiefitNtnf, Hitti7lHi|. awt npwnnf occtTJlfoni 

M Ptintmf. ptistennt. w«tcrpr^,t|, ctmcnlif't. «nd t«1aud oeeuintMMi 

|5 Eicavaltnf. fndfnf, ^nflf, and ttlaud occupilKHH 

H Contmicttofi occgpviiMu. o o e. 

t9 Slntelitral wotfc occupvuont, fitc^ 

MISCELtANEOUS OCCUPATtONS 

W Motor ffvtifrt occif^iioM 

II TfwHportsiion onvpAiiuAt, «i e.c» 

93 ricl«|in| and matcnaJi handttnl ^>ccupittont 

15 O««p4itom in oitrxinHi of miacratt 

15 OctvpalHHH in pfoductKHi and di*lnbulton of mditwt 

H Amiuemtnl. rmtntM. mMton pictuR. adto OAd twJevujon ocfufAlHHit, nee 

IT OeeupvlKwiA |nph*c art wotk 



FKIC 
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THREE.DtGIT OCCUPATTONAL GROUPS 



PROFESSIONAL, TECHNICAU AND MANAGERUL 
OCCUPATIONS 

not Anhitcclunt aceiipafl*of» 

OOl An«*iulkal cfl|in«nnf occopAlwiH 

005 Cfvil cflftAMnitf occufdiwu 

006 Ccramk cnfuwcrin^ occupttioni 
OOT MccKuKcol ctifirntenas uccup^iofli 

CbeflVica] cniiAec^iCf (ktcufutuHii 

010 Miflif^ 3ihI pctrotctifn cfltM>c^ntc'™U(^t>^ 

011 Metiltoriy dAd nMUlIurcfCjl cntfiqeenftf fKcupatioiu 

012 IndUftrial topntttttt^ cKCUiutKHii 
OD Aifkultuml cn^itiecnftf Dcnpaiton 

015 Nivki' cn|ii«T<t'^ouupi1hxu 

Oil Surwytnc/evtoffiphtc occvpitton* 

or« Occttptitom m vchtfectun; tApneenng, mr/tymg* lux. 

AS Oenpallm Uk mMlmnilkt *nd pk^ttcal Kkitm 

020 Oeciip-iifOM i(t fn3thci7t3t«n 

Oil OccM^lmuift ulroAAffly 

all Oceuptftiom In cfcicmntry 

01* Occupatium in fao4of/ 

035 OccupafttOM ifl mctftwituty 

«4 Ovn ^UdAt (q lift ictt*m 

f>40 Occupitiom iq a^ficvttuul utcnc» 

0*1 OccHpititHH m bH)l«>t>'^^ mncct 

0«5 Oocup^iipnt in (H>ctioloiy 

0*^ OCitlP^ttDll^ ril tifc KfCnKLACC 

4f OfCHHttOM In Kltnetf 

0}0 OceitpJuofHin c<oAO<nici 

05 1 O«itpd(wo« in pofthut vivac* 

05l Oc<up4lKHHin tiiMory 

055 0<Cttp*iMX« in anihiwpcJflfy 

059 Ckctf^iMi]Ofti in twul kiCacc*, <t c c 

070 Physkfani ind luffwM 

071 0»i»j>Ailu 

07> VcltfinartiH 

0t5 Rtftttrrcd Aunrt 

0T6 Tlwnptils 

07 T Oktitian* 

071 Occapitfnm in flM^tical jnd ikntal techftfllaty 

079 Occupattont fft ntc<Ji«iae *ni healths, n.c.c^ 

Ocnpatloitt In «diK*t(p# 

090 Occup^rioflf n ctiltcf c jnJ univcniljr filvcibon 

091 Oauip«(i0iH tn tccomlity vhool tifueai«ort 

091 Ckcii^iiOM in pKKSx>l^ pcHiury ichotil^ iitd lciodcrv«tcn 
cdue«ttofl 

U94 Occii^ltofli in education oC titc lundicapped 

04^ Komi ccoAomuu and farm Jdviun 

097 dcei»p«liom in vK^uona) cducatioft, n.c 

099 Ckcurpalioot in «dvcsikHif d c c. 

10 Om^MlHB Jr mvifliiit. Iltrtry. ud an^wtik Khun 

100 Ul>r*ri*n« 

101 Anbivtita 

101 MMtilm curtton whI nJal«d^apitk>ni 

109 Occitpiifoni in ffliHeun. hhtipf, arehittt Ktenc«it *ti^c. 



I J Oectipil^ lid JfliitpmdefKt 

1 10 Uwycn 

1 1 1 Judf «i 

1 19 £>c(up4li0ni in Itw and )umpnidcflC£« n c 

130 Cteriy 

129 OempatHHH tn nti^toA and lhcolo|y» n cc» 

I > Omtpktlont In wMnf 
1^1 Wdten 

1^1 EditODi pubticatigti^ ImudcaiMnd wnpt 

D7 lfit«rpnttn and imutaion 

1^9 OcciipitiOAi in wntittf. d c 

U> OccHpdtiAAxin pVMO)tfaphy 

144 fmt tftiUB pwiicrt. KtftpttMi and reliiAd axtqwtiont 

149 Occup^tKHU in an^ n cc. 

15 OettfpatlaHU nttrtalAnHil aihi rfcrntfon 

150 OccupatKHit in Jntmjiict 

15 1 Ocupaiwii in ^httan^ 
151 OccupKHK)! m mt^wc 

l$y OccvpattiMi tfi iitJtkii» and ^pofti 

159 Onvpatiorti in uitrruinAKftt 4nd K«<«tKifl. n « 

16 Oen^toM im. ■dfiUnhtnlivc tpteUttatlm 

160 AMOumanti anJoudiUHi 

I6t Bvdfst j<td nwia^flnent lyitemtJuulywocctipaltoAi 

J 61 ^(^hwnV mana^ment txtvV^itont 

t^y Saict 4iyl dulftbvtt^ nuftatsmnt occvpaitoAi 

164 Advenisirf Aunafcmcm owupitio» 

165 Pifbltc reta'KMit manacctncfli occupaiioiq 
16^ ^UHAfid todfflinutmian ACCHNtriHU 

I6t InpKlon 4nd viwtl|aion» cnanafsnal and puMic tctvtn 

169 OccupHMOAi rii kfmtRHMallvc ipcctaJiutions, n c c 

I I MiM f tK sitd tma^it, 

I to AffeidniR^ Ibfctiy^ TitKinf jnthistry manifcn ondofTtCiali 

III Mriiim vvJuttry matiatcrtanJoiriciatt 

1 11 OHtumcutm iflduufy ftunafcn 4Hd oiltcuts 

tt> Manufactuftfll imfiHtry Manaffln 4Hd «^c«aH 

IS4 TtsmpOdatioft^ coatrminmil^HV and tiiiliuci indiHUy fnanafsn 
and oOWiaN 

JI5 Wlw(cia(e4nJ ntailitvte auMpef* Jnd of^iali 

Jjt6 FiiunM^ inwnncc^ 3ind re^l ei^aic manatm and offKUts 

J 17 Sftfvtee industry ntan^K^n and oftWialt 

Ijtt fuMfC adminiuiaiwn *>wvaRcri and otrWiab 

189 Mbcdlaneauf nunaten and oHkub, n cc^ 

It tWKdtuww* p n«t m (l mtK*KUkakvdw/aint*rt»i 

4CH|pAftfOMa 

I9t AfcAu and 4pprvKn^ntx. 

I9> Itadw tfpcf ator» 

194 Sounds HliO^ iVbd nd««ape feoKdifl^ 4nd KpfoduCUvn 

oovparKMhi 

195 Oecupaooni m ucUl and welfare wdHc 
194 AKplanc ptkft* 4Hd tian^iton 

197 Ship ca|HaiAi' natm^ p<loti^ 4nd cnftnecn 

I9« Railroad cowtucicn 

199 MtueUftnecHrt pfoftUHmat, icdtnieaL and fflant|<ri4l 
ouupaturtii, n c c 

CLERICAL AND $ALCS OCCUPATIONS 

20 S«^nph^ ty^tH* *^ rdiM gc<ip*(l« 

101 S#mutic« 

101 Sicnotra^cf» 

70) Typtttt and t]rp«wtiUfir^^ln« openuui 
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210 
III 
213 
21* 
213 
2I« 
III 
119 

22 

:ii 

222 
129 

2V> 
233 
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251 

233 
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«9 
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no 

271 
272 
173 
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27^ 
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»0 
»l 
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294 
193 

m 

197 
191 



Fitc ekrkt 

Duplkaf iiif<(aKhiA4 optfatof t ind tenOen 
3M'^<i>tfaph)r» tjrpi'^ Tilinf. lod reliKd occupationi^ nee 

Biilifif inJ mt ekrki 

Aceoufl^rcmrdift^nuchine Dp«n(an. nee 
O^^nputins VH) 4Ccoupl*monJMit occupattoA^^ Ae e. 

frut^tion «mJ <iacl ekrtt and relitcd fKcup^itoftt^ n e e> 



1 wnpatioM 
ItSfhl vcty and tlmrilndion occuiiutioni 
Tekphone opcf jiort 
Tekfi3ph operaion 
tnfbmuittArt and ft^eptntudefkt 
AKDmnwJatiim derkt and^aic Jod tieketa|s.ns 
litfornutKHi and rtwuat* diuributiOA ocevjHlKmt. nee. 

litfvf Mifaiort. ad)utien. and nia\td «Cvpi(wns 
Go*cmmeirt ^tVTce cJefVt,ne>B. 
Medical ^v«rocc elcf kt» n v v. 
AJvenninf -^fvic« cktkt, n e e» 
T/aAtporutit>o>vtvKf ekr^i^ e 
MbccltuicotH elencal dcCu^atiufu. n e.y. 

^let ObeupaiK»m» fieal eii-^e and mwrawe 
Salet tKCUpalufli^ aM l^n^Af uJ icrvtcvn 

Salct oceupalioflt^ ttuifpoftati^n urvmt 
Sakt «e upalKHu. titilitict 
Sale) «eiipatwn». friiAiiflt vuX jtWtniunt 
SaM 4te<up4tii>Ai, urvicri. n ejc» 

5arAioceii(wunt»4(ncultural jnd pfolucti 
Sa(» occufiat*om» Kittk poxftiett. jpparcl, jjid ftotkMit 
sale* wcupaiKMH. ehemieiK drvf^and iwKtnct 
Salfl oceupaiKHH^ mrtcellincoiK eoniuin)M« «ofnfi»«]iti«k n e C» 

$akt ocAipttloAii -CHBnodMlnt iijvfi' 
3alet «KCupa(KHn. b^fde furniture; fujniiltinfi^ and ippluAcei 
Satet occupaiKMit. ekctncil ptoti*- etccpt Jiome iPplfaAcei 
SaM occvpati^nf, (vm and f jrdeunf eq^ideitt tnd wppltn 
Saten (Kcupidofn, lvan»porui»n equipment, paro, and Auppita 
3 j(c« vcvupittonv lOduitfliL and relited equipment jnd wpptict 
SjI« occupinoAi, UfuoeK and conim«reiai e4|UipAvent ind 



SiteiOCtupMicm. (A«dkal icKftiUk tquipinctu achl ^Ppli«« 
£ate» oceupatiorti^ tportm|, Kobliyt tlattonery^ and related 
Salc*«eupaiKH», niEi«*lt^om cofflinodinu^ n.e e. 



Sales eWtk) 

VendMi inadoor to 6oot uHinf octupatioia 

Route sakt and dt^nty occupatKMU 

Soficiton 

AuctioMen 

R«niaf ekfta 

Shoppen 

SaM promMKHi occvpiltoQ* 
MerchantfiK dtipU^n 
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m 

M 
340 
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M2 

W4 

3i6 
3i9 

J3 
J30 
331 
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333 
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337 
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361 
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363 
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yt 

371 
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373 

xxxvii 



Micella n«mn ulex «cupat«am» n.e e» 

SERVICE OCCUPATIONS 



Uuimkrcrv ^dviMe lamity 

Cookt. dOttlcMK 

DofPtttic urvice occupaik>nt» n « c» 

Ptfl^ utd bcnnttff pnparaUftn vhI itrHn actupillMt 
HostVhotte$»» and <iewdr4hhi«wardeuH» fooJ ind beverage 

service^ etcept thipitcwatds/KeMtdeuct 
Wati«ri>waitre3dicf » dAd irlited food service occupatKni 
BamAjert 

Oieh and cookie IwtcU and mtaurantt 
MiscelUncout cvdks^ ttcept domcttic 
Muieutterii ei«pt m iJauitlitering and pockmf homci 
Stnceirin«mt food am* be^rsfs pitpantion occop«Kmi 
Kiiehen worlef^i nee 

Fwd jnd beterate prepanwflaAdKrvKefKeupattou, nee 

twl|tl*tt *M rdattd imkf octupattoH 
Bcu#din|»houY and kvtfint^huuic tcccpcn 
Houicketperv hotdit and ln»titutio» 
Kouwkahm^ hotcH. wtauranu. and related etubTnhnKnt} 
Bellhopt ind related i>Ccvpaikifu 
LixllMif anti related xcmce <iccvpatH>ikT« nee 

OarlTCrt 
Mimcutou 

Hoinfre^'rt and cotmetolaf bta 
Male^trp wnpationi 
Matuun ind re^altd tfccupitiont 
Balh attendants 

Cmbtlmert ind retitcJ ocetipatiou 

Uarberinff^ counctntofy^ and related service occupa^HMU;, nee 



At- WMJ wnt a 
Atiendinti^ bnwlinf alley and billianl parlor 
AttcAjanu, folf cwne* tenibt coun^ ffcatinf rink* aiKl related 

r^eilftws 

AfnwciAcrit 4rvK« and cvnCenim attcnd^tte 
GacnbUiif hatl attendantt 

WantiDbe and div^Mif ^room jtiemfintt 
Ammenmit and nereation senrictf pccupatiOfii^ n e e> 

MheHlanMtti pecwat ktfvlct ornpatlnu 
3liip uewattfmf ewaAkidci and related occupattoH 
Tratn attendants 

Hofli/t»nncs*a aAd uewantft/UewJcuet. n C e, 

UnJicenvd NHh attcnJanti aAd poetical nurtes 
Attendants, iMpiub. norfue*^ aAd related bealtli Kr»ice* 
Q4f:^j(4 handlers 

Owrkrooffl. talker num. and reiiKKHn attcwttflts 
McKeltaiKDui penottal servw occvpatio^ nee. 



Laundering iveupatioos 

Dry ekaninf occupitKm 

Prtuifti oceupitKHU 

Dr<ffl| and nljted occupittoni 

3hotand Itrcfi^c repairer and related occupaliom 

OAOttHac&t and related accupittont 

Apparel and fumtiliinci servica ocevpaiwnt. n a e. 



Cftnwit tender* *nd bndf« operators 

Security pi**di and eoffeetion ofTkers. eXcpt eroaunf tendc 

Ftre fifhterr firv deptnmcnt 



240 



375 potter A0kcn anJ detcctivn^ pa\)\ie «rvic« 

JT6 foJiCC af(ie«ri ami (JfitccMv«i, txttpt m public le/vice 

377 SlicnfU ind teitifTi 

371 ArmcJ forc«f cnlttitd pcnoAnct 

3R2 JsftMon 

313 fiiultfuif pest control *tmcc occupitiont 

511 El^gtor opcuion 

3t9 ftwUifli ind rttatrd lervKc accvp4tHM», net. 

ACWCUtTUJUU FtSHERV. FOAESTAV* AND RELATED 
OCCUPATIONS 



401 Griin firmiot vccupKtou 

401 Vct^Ublc firmmi ^KCupaiwn 

403 Ffvit md nut fuming occupaiwh 

404 FkM crt>p ftrniMii occvpatwiit^ n cjt 

405 Hoflkuttunl ^pcciatt]^ ocmpatiofli 

406 Cartenini ami |roundlkccptfi|i>a;up4it<>nt 

407 Diwfiinvd CTAp finnini i>ccvptioni 
4Qf Pliitt Utt UMl rctalcdier^kc ovcupatiooit 
40V fUnt fimiinf Md rcldicdivcuihatKrA^ ti c 

41 Anh—I flt«itA4 ««ciipoi{pA4 

4 1 0 Oofiutic ankiuA firtnin g i^cctipitf^^nt 
Ait Donuitje fowl firnittif QC^patMW 

4(3 L««tr4ntfA4] ftmttig occupstioni 

411 ^nlatti KTvict octivpJtiOflt 
4t9 Antfltid fuRitfii occiipinani» n c 

41 fcUitt tt imwtf «)tf*wfiiiQ| Mnd nliM^ ocnpitiMt 

421 C«ncnl fvtnmf occiipitioni 

4W MiKcMiHoui Hn'vNtiril onO rtldUd vccupoiiAH. n c c 

441 Htit idnct and trap fiitwn 

441 Lb* rnhm 

44j FUhcn* mnulUneout equMxncnt 

446 AquitiC lift ciiKiviivDn ind rcuicd occirpdtKKn 

447 SpoAf* JfKt tcaiwd fSlhcrcn 

449 FkNcfy ind rcMcctl occupi^ipfii' n« t 

4(1 Tnc ftefiuni and related occgpitiont 

451 Fof«u cfhtfcfvinon DccupiLivfii 

4}J OecupatiCMf m hwcMifif fuKfl products ctccpt tofftnf 

4^ Lg|^Cf*t Hl«ed occgp*tioti« 

4}5 Lq| p9din^* tofHii. M<<tn^ nftini* vmI rdai«J o«up4iKM» 

45V Fonttry ocnpetKHUw n c c 



461 HtfMWf and trapping oceupaltont 

PSOCESSING OCCUf ATtaNS 

S# Oftiptirim Ji* ^nentlnt «t Hktttl 

iOO EtctftropUtmi occiipKHMi 

501 Dip ptitifli ocCflptiKHii 

301 MdtH^ pninfif* cifitnf * and rcljted oc<tipaiK»s 

505 ncl(4i«f * ctunif^* d«trt^i«Mt* ^ f«1tt«d occvpdtiaiH 

304 Hc«Micaitnf occupationt* 

505 M«ul ipr*]nni* MMuif* and rcUteO occvf^xw 

50t Occttpttk>i(t tn ptoettung of mettl* n c 

51 Oft^^^^»^**4l^ii4fr*ftvp*Uim 

510 MttHf ^ rctited occupiftKKn 

5J t Scp«fMin^ fUl«finf . «nd rtfvud occupttunt 

51 1 M«NiA| occvp*ttoni 
5t3 



511 



512 

523 

5*4 
52S 
526 
519 



53 

530 

532 

533 

534 

535 

539 



5(4 Pounni ind cutEii^ occupitnAj 

515 Cjuthini md |finJin| t>ccupai*oni 

5Ld Mordert^ coreimkcrt^ind fdateOoccupgtKHtl 

519 Ore rtHAini and foundry occupaituH^ n c c» 

51 0«tt|utbi(H Jn procttdfui w4 Fond, tolmnk ifid nUit4 pfodurtt 
510 Miiii^vonipogndirt;!* hkftdinf^ knc^dJng»^^apt^|^ wi rcritcJ 
vceupatHiti* 

CKCUpAttOnl 

Otlturtnf, mcfiMif^ fctnwnttui^ dutillmj^ laturirmf, picMifi|» 

j|in|, 4nJ rciatcd cKCVpitHto^ 
Hetttn^ mdcnji^ mdcmf, dryio^ <ooliit^ frcean^ 4nd fdited 
t>c«uP4<>au 

CLUiiitf iCin|»d«oraitiif» jjKl related LKCUpatictn^ 
Slau|^ur^l|. lHV9kiAt, cvnnf. inJ rditcd iK^upittufli 
CooWmi ind bakvig i>caipJi>o«* net. 
Ovcupationi in pH<esjing of fflod. (a4uccU* and rqbtcd 
producu* act* 

0«np«ikM \a prmutut piptr »d r«lilf4 tmtttrah 
On«h|tn|» b<alin|» 4ftd mititig occvpoiiont 
C«o)iinf and dfym; occupgliont 

Calendcrm^^ liiin|»etqlin|*anJ rtlatdl cKCU^tKHn 
Formini occupatiOM, n c.c^ 

Occvpjitont ui pflocv^un^ of piper ind rclaied nfi][cfi]k» nc^c 

OccMptOont tft pnctvttnf •! pctrDlc«in. mil, niiurvl and 
mnofiJKUtrrd t*** rclMed jHndiictf 
Mt<*nf and hkndmi wcupalvw 
Fdtcnnf. Mramml^and jratm^ itcci^utHUH 
Ontilltft^ tvMtmm^ anJ <:3rbci(Ufin^ t^tuiMtiiMi 
Dfytnf ^ btattft|« jnd fncttvAf itccufHttont 
Orirtdtf^ and cmthinl iiccupjirfMU 
ncael»tk| occvpatriw^n c 

(kcupattott In procAUfiif «tf petnikunii. cool^ naiural and 
mtnufacluied fu^fnd rclaitd pwdvclMkc^^ 

nibbtr. and frt*(ed p«Wikii 
\|jtlnf and b(tindin|occupa4toni 
FiHennftttranHnf^ jnd vpjratHif cK^patumi 
DvUilkni occupatwnt 

Healing hakKi^ dr]nflf,«aunirtf, melting, and heat'trcJtuil 

OC£llpWlOh« 

Cvivn^ eaknderifti^ Ivninalm^ and itntsSitflf wcupotwfVi 
GfindiAf ^and cnn)kin| it^itpatuna 
CaujAf and motdini accufratioaf^ n c c 
EtlrudHif vMii|h3tuHH 
Reactinl ocmpKKKn^ n cj^ 

OccMipatMHit tti pfocflfini of cttcn^tcari^ plaMKfv lyulwiic^ 
mbbtr* paint, and related prodocu^ncc* 

OcnfiMMM tn pwrnilin af wood ind w#«d pn>4utt$ 
MaJir*$ and related occvpJlitMu 
W(hid proerwi and related cKcupationt 
Saturatinf, ccunni^and reta4eduvcu|ulKint« ncjC 
DryiB|* leasonini* and related occvpiiwH 
GffndiDf and chopptni Q«i»p*i*t>n«. fi c c 
Oeeupatnnt 1(1 pracct9Ht| of wood ^ wood pcodiKtt. n cc. 



540 
541 

541 
54) 
544 
546 
549 

55 

550 
55t 
551 
553 

554 
555 
556 
557 
55n 
559 

56 

560 
561 
561 
563 
564 
569 

57 

510 
371 
571 
573 
574 
57^ 
579 



Cfknhinf. |r4ndid|» and Aiitui| oceupauona 
Stplruini occupattont 
McJttni occvfHtiOfU 

Bakinf* drying and >uM*trcaii(i| «ctipati04ti 
1(tap4«t^n^coaufif.aAd t^tn^ otcupiliffn 
F«iiiinioccvpKtOn» 

OccupauoAt til pfoeetuni of uok: clay* |ta$*« and ftlatcd 
fHrodMt».ne^ 



2 ^ 
^ t.' 



31 



980 Shl^pt'V' btockutg* iintxhmt' viJ ienterin| tvcupjuom 

3ll StfUr^t. /ibennrt* ami iXtymg ixcufiJitOAf 

Sit W«ih*nf. tteamtflf. vt4 ntumvig cKCMpatiMi 

31} tfOAiRf^pferuni, fUDni^iU^iRi. e4kndeiui|t embotUDi 

3t4 M«rCCTuinf 4 cosltnfp ind UminitiRf occupvoou 

313 3ui(<ifl|p euttiiift ilicirifl^ thivui|« livd fupptnf oecupiLKM» 

3M RUtftf ■Id tf^ntni ocnpiuou 

317 6«ut)iin| ind lAinrtluAi occuptlwftt 

3>^ OnvpMio^ in procntmi of k*Ui«r* itiLilct^ "Ml rcliW 
pfOductL Ace. 

340 OccupiHoiH ui pfoc£Sfin| pMdwti from wonnl matcrull 

MACHINE TRADES OCOJPAtiaxS 

AOO M««1UnHU ind tcbtci] oecufnUoft* 

ttOI Tnudiultctf ami iftbied tKCup^tidftf 

m Car mKhuiifti oecupXiofB 

40* TMnriftf oecopatufH 

403 MidltAt. flupinf, livd plaAmi occopitioflt 

606 B«iii| OACifpdtiMi 

600 Meul nuclttnifll cc^p*iktttt* A e 



610 HtmnKr fbtffifii DCCU^twfH 

61^ r«f|m| occvp4l*aAi, n e e- 

613 Shed tnd bur t^Ung mcufnttons 

6M EUfXHiinrt and dtimittf ocmpiMM* 

613 fuflc>M*| t^ariftl occup^tiflnt 

616 FatrkaCAf mKtti0« oc<up:iKHn 

«IT Forming 0(ciip>ihOft«. A « e. 

6I» Mticcnan«otf» frtctilwdrkini ocCMpflwfU, n « c 



41/63 
6:0 

411 

623 
414 
623 
616 
6lT 

619 
610 
6}l 
6}1 
6» 
6JT 



Mdonied *eh>cte aod ert|tneenn| cqu>pnicfift mccMfuc* and 

cqMipfntflt fntchdivtctand rcpatrcn 
Mifinc mecluniet ami rcP*ifcn 
Firm mtKhVim ai J tcpjtren 
Enftrte* pgwMf iftnuntiitM* anJ rcbietl mcchintd 
Melahvoritini machifKry mcchdatci 
fkinUni iml puMi$lifnf rttcehiRiu inJ repjfrcn 
Tcftitc machinciy idJ c<|utpnKnt nxdUitKi Jnd TCpaicen 
Special inJutlfy machinciy fMchaniei 
Central MuMfy mectuniuand rcfuircr^ 
pawtrptint fntchanict iitd rcpvrcn 
OnffuuKt ^ acceuoTKf iKchanKt ind rcplrfctt 
SttsKMU ifld CMRKrctatmaehtfK rcpamn 
tlidiiict wmct rttechdnici >rtd re|uircn 
MuccltjiKouf ocfvpaiiont m nudiint iit»u)1iti«n and repair 
Meetianict and fn*cftvtely rcpitren« A e.e. 



44 faptrworVBf annpttlMH 

640 p^r euutnl. wimfmi* ind Tcr^ted ucoipatwm 

641 Fio^nl' etcaunf. WAfing* jml flmni occufutwAi 
64f fipe/wwiulf occupations* a e 

t$ ^H6lt*t •vnpiftliMia 

634) Tjrpcfttten »ni tompoun 

631 frimlf^i j>r«* oenpttioAi 

631 ^ntiflf fflachlne oceupiikifH 

63} 0«fclKndiAf>inuhinc op<Titan ind rcttCAl occitpviront 

634 T|rpcca$ien and mated occupatiofH 



a39 Pnnlini Accu^MtHHU, ne 

66 M^Md mcbuiiflji octif ptitnttt 

460 CjJtiActnuVcn 

4bl Paiteinn^et- 

661 Samftni occupatHW 

66} 3bRrui| amlilia*m| wcupatHitu 

464 Turmni occupattons 

663 Mi^inrf and ptuting occupatiou 

466 Pormi o«up4iiDU 

667 Sawtdf occupattoftt 

b69 Wood machtoiAf occupatidnSp a^c e* 



4^ 



, d«7> Italic vid nUM 



■latrriab 

670 S4bfl«cvUff4 and fclaKd ocnpXioAC 

6TI Abndini oectipaiwm 

674 TuniJftg occup^tkw 

673 Ftaniftg and ih>piA| occurxattmt. o e e. 

676 fiprmi and functuni oceupitiUM 

677 QuppvAf, CMttliift iftwiRf, ind rctaied cecupaiiortt 
679 Occv|nuOAi tn fnacJitnmi ttoAf* etiypfiast, and tctalcd 

flwcnal^ A«^. 



4« TniA«< 

6S0 CardMif, CDmbinj* 4a*in|4 and rctst«d ccmpuiont 

661 Twminf, bcanuRf^^fpjni* and related ocnpttiflnt 

411 Spiflnlftf ocOipation* 

4fll W«av«ti and related pecupitiou 

6i4 HcHHiry IcnittiAf ocoipationt 

443 Kmtuni uccvpauon** etcepi hwery 

616 Pvnchmt. euttirtf*fonniflf. and related otxtiptLioM 

6t7 TufUni oceupAtKMH 

419 TeMik eccupuionv n « c 

4t Mitfc T Af tn$tt Mtap at tonat luc 

690 Plamktt <yntlv;tin. niHier, and leather woriiifl| oecupuiOM 
641 OeCvpattoAt lA AbncatiOA of iiuvlaied wire and oMt 

691 Occupatiooi Id ribftc^ikn of prod wti from auofted maietiialt 
64} M«dcl(n«UrvpatrernffiaJc«ri.iml routed occii|uti«Ai 

694 0<eupat»nt m fittncatioa of ordnance* ammwmitOAp and rcbied 

prodvcti. nee 

699 MUecUAncow machtne trade* oecupaiiMt, a^x, 

BCKCHWORK OCCUPATIONS 

70 Omyadow (A l at f fca ltwi, iwiw Hy ^aAd r«f*ira4(iie4al 



700 OccuiniKHit m fitmcatiMt kxtemM]^, and repair oT 

ttlverware, and rctated pmdvdj 

701 Oecvpationi m fibrkiixm^ aHetntstf* and repair of (ooIl and 

related pth)ti«u 

TO} Oecupitiont m awmbtjr and repair uf thceim«iat pfv^uct^* 
A ee^ 

704 Eniwen* 4(Chen. and relit ed dCc^^iom 
703 Ftlinf. frindVflf, hudin^ e1eaAKi|. ind poUUunf occtiptitou* 
n4e 

706 Metal mhIi atientbTcrf and adjuften, n kx* 

709 MtfCeJianeout oceupationi m fibncainn. tatm^^f, ind rcpatr uf 

AKUl producitt A e e^ 

71 Ocnpailant h fabrkatlH aAd rvpHr of wiHuOk* mtdkal* 
ptw*d(»pMet AprkaT* liarolaiK^ tAd nittt4 prndweu 

710 0<evpatK>Aa m lahneition ai>d leplit of tAiLcument% (or 

in«aturin|^cortLPolttn|4 ind ind^ciimi pKjrttcal eFuracremtiet 

711 Oceaptikma wi filKieibon iml repair of optical mum RKnit 

7 1 1 Occuptuoni in Atmciuon ind repair of vti^^iL Aiedidl. ind 

denial ins irumcitti and vtipplict 
Tl } Occup^itOfliift fibncation and repair of opNhalniK t^odt 
714 Occupationi in f^t^fCMtfA and repair of p^HHoftipliic eqMipment 

■Ad tv^rict 

71 3 0«wp»lKini UI AbncatKM and repair of wawhei, ekxti, iml 
patt 

716 Ocevpationi in fibftcatriHl and repair of enfjUvtenni and 
tcientdic ifttimmenti and eqMipnunt. n e c 



XXXIX 



719 OccupatwfB tn ribricsiioit and rcpftrof s<icnttfic and me^Jiu] 

72Q Occuf^tHW in wcAibEy and Kpsir of radio ^ ickvuMM 

7J! OccupatKHH to wentbrj' and Kpair qf connunicaltoAt 

7!) OccupaiKHU tn ft^emMy repair of clcciftdJ sppUucct and 

734 OccufulkHH in wtnAtnt 4rtJ uwmMiftt nuincti* 

7!) Occvpittom HI auemltl)' iTfli^M bulb^jAd ctccirDnit iuIk) 
7J6 OecupUHMH 14 AtACinbrj' and repair of clccirofiK coflipuiKctn 

ami uc«t9tief> n c.c* 
737 OiKu^idni m AAKmMy of tton^ti tt3tt«nct 

735 OccvpalK^At tnrabficaiioitorefectdcil wiR smjnMc 

724 Oee^pitiombiauembty mdRpur of tUeincal cqtu|HnM(, 
nee, 

«Wf1cd nuttrikli 

7)0 OcetfpAtiom ut fabncslioit npjif at mtrtiu] tutrumeflts jnj 
pifts 

7)t OecupJinm tn l^brKaiton and Rpdtrof famft jfld toyt 
732 OccifpiiiOftt m rabrKa(»n3iid»pvrorsp(KiHif ^wdi 
73) Ocdipiiiam HI ral>nc9lton aod rcpau of pcJir.peiKtl}. ^office 

Artd 4f lis])' matcJiaU^ n e e+ 
7N 0«up«(*oflrin fibncstion wd RtuirofnAtwAi 
7)) OecupaiHiAi in fabrtcatwn 3Ad cepurof jcwtlry, n e e^ 
Occupj(KH»infabnca<ianud t<pitr of iTMoance ind 

7)) Ocei^lkmt tn f^ncatfon of smmttAiitoft^ Atvwotkt, ttpUmftt, 

vuS Rfiied p«rodiic(t 
7W OccupattoAi in fabnejiwn md Kpwf cf pfoducts (tiade from 

wOfied cfUttrialK n^ t, e* 

740 ^itnten; bntdi 

741 P^Kn.ipqj' 

7*3 Silifllfif P tfUirt^, 3Ad tflaifd oceitp^t^™ 

7«9 Pu'Rtnip, d«of3t*fl(. wd Rl4(fd occup*tKxs, (i.e e. 

75 Oct«p«lCHvl tn r*MnUa0 »n4 rtpttf of pCudcv. triUMlc*. 

7J0 Oecupiiocn tn ubticaiwn jod Rpoif of dm. lubcLdre macUp 

ud rtlsied prwluen 
7)1 L*ytn| out and euiiiiti oWttpM^untx* 
7S! Fittuit. t1upin|pCC(nAniin(, fiftitbKit> >nd Riaud «cctipitwn^ 

flur e. 

7)3 OccufutHHt* tn CibrKatun and fepiir of rultbtr end pluuc 

754 C>Kii]»(fo» tn fibfKttian and Rp«tr of mtwellsneout ptetiCt 
prddoeu 

7)4 Occv^iou in fjibrication and repair of prasuci. i)rfltlu(»ciu 
Ritwer* nljied product)^ a ejc 

74 OcoptfilAiM tn tiMttttM and rvpiir of ^«HMid pnducu 

7W Bend) earpcfUtn and related occuPTiqnt 

7(1 OcCttpaltOAf \m Taytnf out* otttm^P e^io^, tfupmp, and undinl 

fnood pfoducUp n e e^ 

T6! OccvpsUom iiv aucmbltni womd prcxhirit^ A tjc^ 

76) OcC«p«1toib» ill ^tmcaunn JOd Rp^ir of nimilurcp n t e. 

7M Cooperate ixnp4iiom 

7M 0«Qp«<to«in fibrKalton and rtpairof wood ptoditcu- nt e. 

T7 Oct«f«ltHM tn Obdctttn* aM of ludL MMh e^ar* Md 
gUif pndoetl 

770 Occgpatiou m fibtKaJMrt and rtpair of jewelry* amaflKim, and 

nittcd product) 
VI SiMc euttm and earvert 

VI Gtatt blbwlfl|, pretunt- *baptn|. and Rlaied occufuiKm*. nee, 
773 Occupatkm in eolOfi(^ and dc<oratin| bnclc (tie, *nd retaKd 



77a Occtip^itoflt Id ribncatnn ancf repur ot poiiery 4iid porcelain 
i*a» 

77 J Grindt4|^ ft1in|, poJishifti, friHUng^ etchiAjf. eteanjnf , and Rlated 
oceup^tioni. ne e. 

776 OcctipaiKMt ia r^brtcauun aiKf repu^tf athcifot and P^WiilUft^ 

p(fldu^t), abtaitvcraod Riated RUtenal;; 

777 ModelAiaten^ paiiemaukervcnoklmtken^ and related 

779 Oci;iiP4itcmt m ribncanan W repu^if und^sidfle.elay, jjid 
gtiu prtxIuctL n ec. 

7M 0«vpiriort»tnr«brir3ttofT*B4npatr4f t»tirc. iMtW, tnil 
rtmrd ^nducu 

7JtO Ouctip^lKKi) m uptwtiKfin^ and in l^bocatHM utd ffpjif nt 

itutfed lUmiTure, RUTtrc\^ct« 'ind (elaied pfoduen 
TV] tayui^tHJt, marjiuif , <u((tn(, and pMOChin^ occup3(xin%, nee 
7ft! Hand s<ivert, mendcn,embmHjen^ knitter^ ud reltied 

wuupatiowv n e 
7ft) Fut and (eaitut woritin^ MCUpjtiOAt 
7ta Occupation* in fjibncaiton and repair vf hati; cap4> giO'Var and 

TvJaictt product) 
7JtS T4iton and dreumattcn 
7M S^vvinf Ria^hioe vpcr^ion, larment 
7t7 Smnfi Buchioe operatn«* Mq|annen(t 
lAi Oceupattonr m ribncaiKM and tep^tf of footwear 
7AV Oceupainin) jn fabnc^tKm 4nd repair of temle^ tcathcr, and 

relutd ptodutu, ft e e, 

79 B*wb ttorii «evfU(lMt* ikt r 
7^ Oceupa4»nt in prep»aiK>n vf (V>od^ to4ucco^ and related 
prcidtKt), n o e 

7^ OcciipJtiOA) *A fiibrKaiiofl of paper pcoductf, q e e. 
ChHnioecupjitonf, nec 

STRttCTVRAL WORK OCCtTPATIONS 

SO Octupition tit rfbl f Ackti^u 

ftOO fttveien^ q e e. 

801 Fitltnf, holttnf. Krewinf, and Rratcdo^upattont 

S<M TuiHiiitlH, eoppe^iwii^ and ihrtt meial wotketi 

10) Botl^^n 

906 Transpocutton e^iMPfncnt utmbUn and related oecupaiiom 

R07 Body «w1»n,(ianrfpq<tat«it cqvipmnvt 

<09 MdecltaAeom nccupatiovu in metal fibciC4tin|, n e Ch 

• I WtUm, etfttffk cnl RtalH «ccup«(|«Ri 

slO Att wtlden and euitan 

411 Oas wtldert 

%I2 ftcmt)nce wtilifen 

S I ) BraiiRf' bntc^vtUtiH* and briderinf occvpaliOAS 

ftt* Solid tiaie^etden 

^1) Eteetr<xMican(,e)eC(rviia|;if^nmt:tnduet*(Hi:and laier^am 
wclden 

KIA TYKnual cutRti aind arc evttcn 

ftl9 WeWen-ottten, and ciiated iKCwtwuoM, n< e. 

S2 Drelrkil twmMftl, Im4*lllnt.andff|wtrin« D«cupi4lnirt 
it30 Ocoipttiora ta itKntbfy, tmt)i:itiOB, tnd nptir of ftncritont 

mototti aec«Honc*. end ntiied powtrplarvt cquittment 
it^l Oecupaiwnt tn awmMf' inti^ilatioq^arJ r<p«if oftnnuntwan 

and Julnbutton lift«4nd dtrcutt) 
S22 Occupaitont tn a)xcmM)^^ initallatHjn, 4nd Rpaif of^Mc 

eoflidtunkation, J^tf ctmn and ugtt^f tquipnuni 
12) Ocniparwfl) in au<mhty, tq^talMtoAp and repair oTetcctrome 

commgiHcalton. J«(«ctKiA. and ittnflmi equipment 
tt2* Oeeupattoni in liaciAHr, mitalUtton^ and repur of li^tin| 

c^utJHMnt tnJ Atiifdinf wtfin|, nee. 
Hi) Occv^afiwqt muKm>^. tn^aUalu>n.4Ad tep4ir nf 

tr4A>porutton and maienali handling ^utpmetpt^ qe e^ 
OceupaiKhit m vtem^, tqitiHuiMh. and repaic gf indntrol 

apparaftut, nc e. 
A27 OccupittOAi inaiu«cnbty, inftaHation^ £j>d repair of tatfc 

houtehold app(iaAUi4nd timilacctfinmereiil and tndu)(nat 

equipment 

C2S Oceiwtioni tn febncatton' tntt)riatioit. lAd Rpatr ofekcttKal 
and electronic* pfOdKt). n c e^ 
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J(19 0«u(i4ito<H HI lUUlfaiKXi and rtpiit nfclnitical prmluclip 
nee* 

140 ContinictHHk and mtuftrciuACc (uiitivnuihJ Kl4tctltxcupj]uHu 

*4t ^UMhtKn and ittMC^ w;vit|U(t»iH 

M4 Cemeni and eoncrdc tUii^n^ jnO ^ml occtiputofn 

149 Painti(i|. pLuteruif, w^ivtpMhindj, eein<nitfl|, Mi fetaied 
wcitpatMAl, n« c. 

if I OnifUt* S'Hl KlJICtI OCCUt>4IKllH 

t5J P^*iA| (tceupalhHu^ jiphdhanJ ttwcKle 

If 9 EieitiAliftf, |f34]LA|,paviAg*4Emi 'elakO iKctupJiwM, ft er- 

t6l Brick aaJ itooe mawK jfhl iik Mttm 

Athc^n and iMutaiHW *4f1c«n 

164 float liyinf finnhifll occv^twAi 

KAf Gbticn and related ocwvpjlKHb 

164 Itatfen'^nd teblnf occvpjucmi 

169 htbRtl^neoiu cOAiinKlHMt ^<cvpj]iont, fl 

I9t Ocoi^ticHH m iintclvrjl nuidiejuncr' ice. 

$99 MaccltuKtHB tItiKiural wnrk occupiUHim. dec* 

MISCELLANEOUS OCCUPATK^^^^S 

M M«t«r fMfht *cc«^*tl4U 

900 CoiKTetc-*iUMn(-<n»tk ctnv<f» 

905 Omp-irtelt diivcn 

903 Truck driven* tfllbmntablu 

904 Tnilei-tnickdiwn 
90f TTVdc tlriicn* hevty 

906 Tntck Jti^en, 

909 Motor l^eiflil occupaiiocu* n e e. 

91 Tniksvodtdtn on«p*t[oii«» m^x* 

910 RatlrtMd lOitipoftaiiart DLCVpJiHW 

91 1 WaMt iraft«ponaiU(i vccupafUont 
911 A» inmpoftaitort vccopinoq 

913 PacKAfer iQjvfonvlion ocetfpJiiHH. n e 

914 Piunpuil and pipeline traivvpurt^iioA ncCupdiKHU 

9|f AllerHbflti jod Krvi«np (Kitki(i| lofiind aulomcitv« Krvicc 
facitiiiei 

919 l^eeelUncwi ifampurtaiion oceif>a<iO(i^ ft e^c, 
9t rwldt^HI Mtd fnalerWe twwlU^ octvpMiHH 

91 1 Horttioi and «onvc>i(il uwupjlton* 

911 Oerupalionr tn rttiivi(i| lUKiftl nutcruU jnd prodiicijpftc.e. 

929 PackJ^nf md materuit haodliAf occUj^jiHUU. n • e. 

fj l>cr<f*i('M4 >« nirwttH of mtntn(» 

9W Eirth bonnt. dnl]in|, cuttuvf , Mi KJal«4 dteitpaliom 

9f I Slaitml oceufMlHHH 

9^1 UudiAl ami euiivt^inl Op«RitHH» 

9^^ CruUiHti wcufKHtom 

934 Smeftifil and related Ac^upJttont 

939 OceupatioA« m eiirxiiofl ^tf minenlj^ n c.«. 

95 Oa«p*tl0M Ifk ^rvdactlM lAd diilrfbwNeii of uilUtt«» 

930 Slaiionary eAfineen 

9f I fifenand rctiledctfcuiHlituit 

9fl OccvpiMJ(Ht» Id fencraiKHi, iranunuioft. ind JiMnbvliM of 
e)«CLrk lif^l and pow«' 



9f J Occvpathmi \n pnKltfLlHiri and dhirthuimn of^Ji 

9f4 OcCiituUcHif ((I fittTaiion. puiirKjiion'jind dtvtrihuthKi itf i^Jict 

9SJ Oetiip4(hmi in di>pival trf reiuw jmJ «*J(e 

VJ6 Octupt^hHK tn JH{rihut*ofi m itcsm 

9f9 OccupiiHHii t(\ prodgcimA jfld dhinhulhid oi giilutcf. net 

96 AfiHMMvHt* rKmihw^ ototbn t^ure, radio iuhI tttctJ^Qo 
ocrutuitom, n^x* 

960 MtMiOft piviuro p(\ij«ciiDntits 

961 Mndcli, tlanJ^Mii. and eilrdi^, n e C 

96l Occupoiioni tn monon piciuro, (eres*»tK>,ond ihtJtincaJ 

prmtociKMu^ (I e e* 

969 Mii^Uaneous ^umiKnHm ;ind lecnfUHin occupauom, n e.<;, 

t7 Oceitpattasii in tflphlc art 

>^Tl| An occupotton^, uth, ^ay. m pen 

VT I Pthitocn|r3viA| nceup^u 

9Tl Ulhofraphersand felarcd (W«ipj[ioni 

9t3 Hand eompoftlorv^ lypoeiienp jnd rcljtodiWtupdiiooi 

974 El0cmri>pcn,it?reoiyp4rv and kI jivd ixegpjitom 

9t6 Ov kftxun occupJtKHnp n^Xw 

9TT Boo^hinddrf and rel JtcJ (VCbp^iom 

tnq Occiipalwfli m inphlc art wwk, o * c 



APPENDIX 
£)cptaiiatiOfi DaUt Pcupir and Thinj^ 

Much of the infomicition in thi^ puMiotivn bo^eO on the premise that every 
job requires-ct worker [u fttnction m some dc^^e to l)ntu. Beupk ^iml Tblns^. 
The\e relatii>nship^ ure identilkvi und ctpluined beEovv. They appear in the 
form uf three li^tin^ urrjngc<l in euch tn\tunce from the relatively sinipfe to 
the complex in Mch u rMtrntt that each ^ucceS^ive relationship Includes thi>s« 
that are simpler unJ e^tcludes the more >;omPle\>i The iden [locations attached 
to these relatiooshlpN are referred to as; wiuker fuiictiont. and provide %tarujard 
terminoTogy for use Tn ^un1mil^i/ing exiictly vftukl u vvofker does on the job. 

A job'!> rebtfonship to Data. People and Things can be e^P^e^>^ed in tcmi ut 
the lowest numbered function in each sequence. TbeM functiocis taken togeth- 
er irulicctte the totat tevd of completity at ivhich th^ worker perforrtks. The 
fourth* fifth and tixth digits of the occupjtioi>al code numberi; reflect relation^ 
ships to Daia* People and Things, respectively.- These digits expfe^s a job's 
relattonship to Duta^ People and Thtngif by tdonttfyitig thz highest appropriate 
function in each lis^ting as retteeted by the follofwing tabtei 

DATA (4lh digjn PEOPLE iUh dt£it> TItlNGS («Ut di^> 



0 Synthesizing 

1 Coordinating 

2 Anatyzing 

3 Compirtng 

4 Computing 

5 Copying 

6 Comimrlng 



0 Mentoring 

1 Negotiating 

2 [n&tA^ting 

3 Supervising 

4 Diverting 

5 Fer^uadtng 

6 Speaking-Signaling 

7 Serving 

g Taking Instructions - 
HclfHng ' 



0 Setting-Up 

1 Precision Working 

2 Opemtlng^Controliing 

3 Drivin^'Operati'^e 

4 Manipubting 

5 Ten<fing 

6 Feeding - Otfbeanng 

7 Handling 



DdlnHioos of Worker FundiMtt 

DATA; Information, knowledge, and conccptront. related to data, people, or 
things, obtained by observation, investigation, interpretation * visualization, and 
mental creation. Data are intangible and include numt^ers. wordsi !>ymbo]s, 
Ideas, concepts, and oral verhalization* 

0 Synthesizing: Integrating analyses of data to discover facts and/or develop 
knowledge concepts or interpretations. 

1 Coor<iinating: Dctermimng time, place, and sequence of operations or action 
to be taken on the basis of analysis uf data; executing determination and/or 
reporting on events. 

2 Analyzing: Examining and evaluating data. Presenting alternative actions in 
relation to the evaluation is frequently involved. 



Ut e4ch uf the f«litMnihi0« lo Peopte f«p«3«flU ■ M^ide t^n^t of ix»«npt««iy. rtniUinf lo comk- 
4etith oveHaP «mf>fi| occufniiofn. iheir ^ttwwsenetH u sonicwhM jrtnliHy jnd can l^e 4\>n»krcd 
■ luerafChy only in ihe flnnt jnenent lenu. 

XMy those fvlatiooihi^* ^khkh at accupiikmally ^emficattt m Um% ilw tc^utremeiMt of the 
job *tt feAectetf in the coJc nunttwrt. The inc*(t«nl3t,<vlitK>n«bi0« v^htch «v«V vwltft hu lo 
IVa. Ptopte. and Thinp. Iwt wli*ch ito not leCHH^ ilfcct tucceitful perfontuACt of the es*<n(ki) 
4utkt of Ihe job. we nM lericcfttf. 
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CtNnplltne; Gathcfing. col]:tiiiiC. or cla^i^ifytng hforniaiion aboai Jala. 
pit. or Ibings. Rcpofling Mdfw carrying out a prescribed ucilon in r^luticm 
10 the tnforcnaiion is frequenily bivolved. 

4 Computing: Performing arithmeiic 0]>en]tions and reporting on anO/or carry- 
ing out d prescribed xi'ton in relatic/i lo them. Does nut tncJude counting. 

5 Copying: Transcribing, entering, or polling data. 

6 Cdmparifig: Judgir^ the readily observable functional, structural, or compo- 
sitional characterise rc5 (whether similar to or diverigent from obvious stand, 
ards) of data, people* or things. 



PEOPLE: Human beings; also animals dealt with on an individual basis as if 
they were bunian. 

0 hfentoring: Dealing with individuals in terms of their total penopialtty in or^ 
dcr to advise* coun^l. and/or SUide them with legard to problems tbut may 
be resolved by fegal, sckniitic* clinical, ^[ritual, andfor other professional 
prindptes. 

J NegotEating: Exchanging ideas, information, and opinions with others to 
formulate policies amJ programs and/or arrive jointly at decisions, conclu- 
sions, or solutions. 

2 tnstnicting: Teaching subj^t tivitttT to others, or trainfng others (including 
animals^ through explanation* demonstration* and supervised practice; or 
making recommendations on the bosi^ o( technical disciplines. 

?. Supervising: Dttermlning or interpreting work procedure.^ for a group of 
workers, assigning spec'tlic duties to them, maintaining harmonious relations 
among them, and promoting efficiency. A variety of responsibilities is In* 
votved in this function. 

4 Diverting: Amusing others. (Usually accomplished through the medium of 
stage, screen. lelevTSion* or radio.) 

5 Persuading: influencing others in favor of a products service* or point of 
view. 

6 Speaking^'gnaling: Talking with and/or signaling people to convey ur ex^ 
change information. Includes giving assignments and/or directions to helpers 
or assistants. 

7 Serving: Attending to the needs or requests of people or animals or the ex^ 
pressed or implicit wishes of people. Immediate response [s involved. 

S Taking Instructions- Helping: Helpirtg applies to ^'non.leaming'' helpers. No 
variety of responsibility rs involved in this function. 

THINGS: Inanimiate objects as distinguished from human hcings* substances 
or m^riots; machines, tools, equipment and products. A thing h tangible and 
has shape, form, and other physical characteristics. 

0 Setting upc Adjusting machines or oqutpntent by replacing or altering tools, 
jigs* l^xturest and attachments to prepare them to perform their functions. 

1370 



change tMr perform:incc. ur rcslore ih«ir prupcr funciionins if they htvuk 
down. Workers who sec up one Oi a number ur /nachincs fur aihcr worker* 
or who sec up and pej^onully operate a variety of machines are included 
here. 

1 Prtctsion Working: Using body members antl/or xooh or work uids lo work, 
move, gv'tde. or place c^^jects of materials in silualtons where ultimaie re- 
sponsibility for the allainmcnt of slundunfs oceur^ amJ seli^ttiun of appropri- 
ate toots., objects., or materials, and the uJju^tment uf ilic tool to the task 
require exercise of con^der^bte jtMigment. 

2 Operating*COfi trolling: StDfting, stopping. controJling.. and ^dj*isting the prog- 
ress of machines or equipment. Operating machines involves ^etttng up und 
iMijusting the machine or materiuKsl :is the work prxigresses. Controtling in- 
volves observing g^ges.. dials, ete.i and turning vvtlvts. and other devices to 
regulate Taciors stteh as lemperjturci pressure., fiow of liquids., speed of 
pumps^ and reucilons of ntaterials. 

3 Driving-Operating: Slartirtg.. stoppif^.. and eontrotlityg the actions of mach- 
ines or e^tulpmtini for whtch u course must be steered, or which must be 
gukJed. in order tu fubncate. process, and/or muve things or peupte. In- 
volves sttch acliviticj: ii^ obMfrving gages and dbts: estimating distunccs :tt)d 
determinlnti speed and direction of uthcr obietts: turrting cranks und wheclit: 
pushir^ or pitfrir^ gear Jifts or levers. tncJudes <;iich machines as cranes, 
conveyor systems, tractors., furnace charging machines., paving machines 
and twstt(\g macNne!^. Excludes manually powered machines, ^h as hand- 
trucks and dollies, and power assisted machir>e$. Mich a^ electrk wheelbar- 
rows and hartdtnicks. 

4 Manipulating: Using body members* toolsi or special devices to work., movei 
guide., or place objects or m4(ertul^. Involves sttme Jatltude for judgment 
with reg^d to precision attained and sclectiog apf ropriate tooL 6biect. or 
material., although this is readily manifest. 

5 Tending: Storting, stopping, and observing lh« functioning of machines and 
equipment. Involves adjusting materials or controls of the machine, luch as 
changing guides, adjusting timers arnl temperature ga£t^. turning vulves to 
allOfW ftow of miiterials. und flipping switches in responses to lights. Uttle 
judgment is involved In making these adjustments. 

6 Feedtng-Oflbeadng: Im>ettihgt throwingi dumping, or placing materials in or 
removing them from machines or equipment which ure automatic or tended 
or operated by other workers. 

7 Handling: Using body members, handtools. und/or specbl devices to work, 
move or carry objects or materials. Involves little or no latitude for judg- 
ment with regard to attainment of standards or in selecting appropriate tool, 
object, or material. 




